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ABSTRACT 
 
 
 Data-driven decision making has become increasingly important in the world of 
education.  According to the American Association of Community Colleges, the ability to not 
only use data in decision making processes, but to understand best practices has become a 
competency that community college leaders must have or obtain in order to be considered a 
sufficient leader at this level of higher education.  
   The purpose of this study was to determine the level of data literacy among community 
college leaders.  Further, the study defines best practices for leaders who use data driven decision 
making within their current position.  Specifically, the purpose of this research project is to 
address the data literacy level of leaders within the selected community colleges and provide the 
previously mentioned deliverables: 
• Descriptive statistics 
• Overview analysis of participating institutions 
• Suggestions and recommendations for participating institutions   
The American Association of Community College’s Leadership Competencies as well as 
Transformational Leadership Theory were used to guide the study.  For this study, leaders are 
defined as anyone who may be in a faculty program director position or higher, executive level 
leaders which may include the president, vice president(s), chief financial officer, Deans 
including assistant or associate level.  Leaders may also be established in other institutions as 
those that have administrative type duties along with a faculty or professional staff role 
ix 
 
Two hundred twenty community college leaders responded to the Data-Driven Decision 
Making Survey.  The majority of the respondents showed a willingness to involve data in 
decision making and felt as if their institution was prepared to better use data in areas that they 
worked within.  Most also felt as if they were prepared, personally, to better use data as a driver 
for better decision making at their institution.   
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CHAPTER 1 - INTRODUCTION 
The use of data analytics to make informed decisions by community college “leaders” 
has become increasingly important.  Data analytics have been utilized in many other fields such 
as business and healthcare, while education has lagged behind, or as MacNeill, Campbell, 
Hawksey (2014) stated, "it is in its infancy."  Questions in education about adults in schools, 
particularly teachers and school leaders, ask whether they use research-based best practices or 
survival skills.  Data-driven decision making has become an essential component of educational 
practice across all levels, from executive level leaders to classroom teachers, and has received 
unprecedented attention in terms of policy and financial support (Mandinach, 2012).  It is 
assumed that educational leaders use research in making decisions about school improvement 
and that they don't reinvent the wheel every time they make a decision about curricula or 
programs (Fusarelli, 2008).  Data-driven decision making has become an essential component of 
education across all levels and has received unprecedented attention in terms of policy and 
financial support. It was included as one of the four pillars in the American Recovery and 
Reinvestment Act (2009), indicating that federal education officials seek to ensure that data and 
evidence are used to inform policy and practice (Mandinach, 2012). 
 The EDUCASE Center for Applied Research suggests that data is much more than 
metrics and proposes that analytics is a more qualified term.  Within their research, they define 
analytics as the use of data, statistical analysis, and explanatory and predictive models to gain 
insights and act on complex issues (Bischel, 2012).  Further, analytics are seen as strategic and is 
involved in decision making.  This report, authored by Jacqueline Bischel, believe analytics are a 
process starting with: 1) a strategic question, 2) finding or collecting appropriate data to answer 
that question, 3) analyzing the data with an eye toward prediction and insight, 4) representing or 
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presenting findings in ways that are both understandable and actionable, and 5) feeding back into 
the process of addressing strategic questions and creating new ones (Bischel, 2012).   
Denis Doyle asserts that this way of operating is "so obvious and commonsensical it is 
hard to imagine why it is not the norm."  Is there any other way to make decisions? Unhappily, 
the answer is yes." (1) For example, a report on problems in the Los Angeles Unified School 
District, the nation's second-largest district, criticized school officials for their failure to 
implement the recommendations of evaluations of programs and system performance and their 
failure to replicate successful programs throughout the district. Unfortunately, Los Angeles may 
not be atypical (Fusarelli, 2008).  Similar stories can most likely be found at the community 
college level across the country.     
Other stories such as the University of Wollongong, which studies library usage data to 
predict student grades.  Along with providing information that could increase student success, 
this use of analytics also provides data on the importance and benefits of the library (Cox and 
Jantti, 2012).  The Oregon DATA Project trains K-12 teachers to apply analytics in order to 
target instructional needs of their individual students, which resulted in a prevalent adoption of 
data-driven decision making within their classrooms (Garrison and Monson, 2012).   
Many of these stories live in the K-12 system.  Community colleges are poised to utilize 
similar decision making opportunities and it is up to the leaders of these institutions to set 
themselves up to do so.  Secretary of Education Arne Duncan took office in 2009 and was noted 
as saying in 2010 during his remarks to the National Council for Accreditation of Teacher 
Education, “I am a believer in the power of data to drive our decisions.  Data gives us the 
roadmap to reform.  It tells us where we are, where we need to go, and who is most at risk.  Our 
best teachers today are using real time data in ways that would have been unimaginable just five 
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years ago.  They need to know how well their students are performing.  They want to know 
exactly what they need to do to teach and how to teach it.”  Using data is not an option, but 
imperative.” 
Voluntary Framework of Accountability 
 The Voluntary Framework of Accountability (VFA) is the first national accountability 
system to measure how 2-year colleges perform.  The VFA was developed for community 
colleges, by community colleges with measures that incorporate the full scope of the community 
college mission and the diversity of students’ goals and educational experiences.  Existing 
accountability measures do not measure the unique mission of the community college.  Measures 
currently exclude part-time students and non-credit career and technical students who make up 
key components within community colleges.  The VFA also gauges developmental education 
and Adult Basic Education, academic progress and momentum points, completion and transfer 
measures, and workforce outcomes (www.vfa.aacc.edu, 2017).  The VFA provides community 
colleges with an improved ability to assess performance, identify areas for improvement, and 
demonstrate its commitment to successfully completing its academic mission 
(www.vfa.aacc.edu, 2017).   
 Data collection within VFA takes place during the calendar year (January 1 to December 
31).  The data collection process begins with a release of an updated Metrics Manual in 
February, followed by data collection opening in March and closing in August.  The data 
measures in VFA include: 
Student Progress and Outcomes 
• Developmental Progress Education Measures: percent of students who progress through 
developmental education and into college-level work 
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• Two-Year Progress and Outcome Measures: percent of students who reach two-year 
progress points and outcomes including retention, credit thresholds, earning a credential, 
transferring, and still enrolled 
• Six-Year Outcome Measures: percent of students that achieve one of the nine outcomes 
including earning a certificate, associates or bachelor’s degree; transfer; still enrolled; left 
institution with less/more than 30 credits. 
Career and Technical Education (CTE) 
• Percent of students that obtain CTE and achieve outcomes such as earning a certificate or 
credential, passing a licensure exam, gaining employment and realizing wage gain. 
Adult Basic Education (ABE) 
• Percent of students that complete ABE, and progress into employment or college 
education. 
(www.vfa.aacc.edu, 2017) 
With this data, the VFA allows like community colleges to compare themselves to one  
another.  The VFA measures were developed through and one and a half year long intensive 
research process by community college presidents, institutional researchers, and 
trustees/governing boards that know data and understand community colleges and the students 
who attend these institutions.  The American Association of Community Colleges also was 
involved in the creation process and currently provides oversight to the project throughout the 
AACC community college system (www.vfa.aacc.edu, 2017).  
 This data is collected through a web-based data collection system which allows 
institutions to use the VFA Data Tool to create data dashboards and reports which will show 
outcomes (www.vfa.aacc.edu, 2017). 
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 In Iowa, the Iowa Department of Education has partnered with the Iowa Association of 
Community College Presidents to implement VFA.  Workgroups and Steering Committees were 
developed within this partnership consisting of community college presidents, community 
college institutional researchers, community college chief academic officers, community college 
career and technical education leaders, and members of the Iowa Department of Education staff 
(www.educateiowa.gov, 2017).  The instate process began with four community colleges 
working as the original cohort to this project with plans to expand to the remaining 11 
community colleges in the state. 
 Ultimately, as the VFA becomes common practice, not only in Iowa but across the 
United States, a leader’s ability to ensure proper data is being provided to this effort and 
continued ability to compare and contrast their institutions data year to year as well as compare 
and contrast their data with like institutions will be extremely valuable and important to the 
success of the institution.  If institutional leaders are ineffective in their use and/or ability to 
analyze data, the requirements of the VFA and/or the use of its ever growing pool of data will be 
not nearly as impactful on a community college as it could be. 
American Association of Community College Leadership Competencies  
 The original American Association of Community College Leadership Competencies 
were developed in 2003 after the AACC was awarded a grant through the W.K. Kellogg 
Foundation to address a national need for more community college leaders.  The Leading 
Forward Grant assisted the AACC by hosting a series of four, day-long leadership summits for 
leaders at the community college level.  The goal of this summit was to assist in building 
“consensus around key knowledge, values, and skills needed by community college leaders and 
to determine how to best develop and sustain leaders.” (AACC, 2017).  Leadership from many 
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different areas of education gathered between November 2003 and March 2004 (AACC, 2017).  
Over the course of just over the next year, multiple reports were established from this initial 
summit as well as a survey that was developed to be directed at community college leaders who 
were involved in the summit as well as those who were members of the Leading Forward 
National Advisory Panel. 
 The initial survey saw a 76% response rate come back with an overwhelming positive 
response to the competencies developed by this group of individuals.  One hundred percent of 
the respondents suggested that they thought each of the six competencies were either “very” or 
“extremely” essential to the effective performance of a community college leader (AACC, 2017).  
However, when asked how well the current leaders taking the survey felt they were educated 
within such competencies prior to becoming a leader responses ranged more in the “minimal” to 
“moderate” answers (AACC, 2017).  The lack of education in what was deemed six very 
essential areas of being a community college leader thus sprung an understanding that there is a 
strong need to further develop these competencies and involve them in the development of future 
community college leaders (AACC, 2017).   
The AACC has now established its second edition of the Competencies for Community 
College Leaders.  Within this report, the team established what they believe are the necessary 
skills and strategies for community college leaders that need to be utilized in order to drive their 
institution and students into a successful direction.  Within the team’s research, they established 
four major conclusions which include: 1) successful leaders move institutions to achieve high 
and improving student success rates, 2) we need dramatic steps—a greater sense of urgency and 
alignment—if we wish to change the student success results, 3) the expectations we have of our 
leaders are different from past expectations; priorities must shift to accountability for improving 
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student success, and 4) there needs to be deliberate preparation in order to produce leaders with 
the right competencies, particularly competencies in risk taking and change management.  Each 
of these competencies can potentially be reached by the use of data to help determine what 
successful ventures can be initiated.  
When the researcher further examines the Second Edition of the AACC Competencies for 
Community College Leaders, there are five major competencies that the American Association 
of Community Colleges constructed to better understand the role of the leader.  The major areas 
include: 1) organizational strategies, 2) institutional finance, research, fundraising, and resource 
management, 3) communication, 4) collaboration, and 5) community college advocacy.  Of the 
five competencies, organization, institutional finance, research, fundraising, and resource 
management as well as communication will be the three main components that the current 
research will focus on.   
Specific to DDDM, the second edition of the AACC Competencies for Community 
College Leaders believes leaders should understand how to use the institutional dashboard, learn 
how to interpret data to improve the student academic experience, support data mining and 
understand how to use data to make informed decisions (AACC, 2012).  Leaders need to support 
operational decisions by managing information resources and ensuring the integrity and 
integration of reporting systems and databases while all along the way creating culture at their 
institution that believes in the use of data.  As the original AACC Leadership Competencies 
suggested, there is a leadership gap that was developed by the retirement of current leadership 
stepped down from their positions as community college presidents, vice presidents, etc.  
Although this gap has created or will create challenges, this can also be seen as an opportunity to 
effectively educate future leaders of the community college.  Today’s knowledge base needs to 
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be widened greatly, due to such impacting factors as great student diversity, advances in 
technology, accountability demands – data, and globalization (AACC, 2017).   
EDUCAUSE Center for Applied Research 
There is further research done by the EDUCAUSE Center for Applied Research on 
Analytics in Higher Education: Benefits, Barriers, Progress and Recommendations.  Within this 
research, the study assesses the current state of analytics in higher education, outlines the barriers 
and challengers to analytics, and provide a basis for benchmarking progress in analytics (Bischel, 
2012).  Bischel (2012) further suggests that institutions are collecting more data now than ever 
before, however, much of this data that is collected is not used.  Early benefits can be gleaned 
from areas of student performance, student recruitment and retention, and resource optimization 
(not including cost reduction).  These are areas that institutions can find early triumphs and 
success stories, which will allow those leading the charge in using analytics to enforce its 
importance within institutional decision making and open the eyes of those that may not yet be 
on board.    
Beyond academic and administrative outcomes, data analytics can benefit institutions 
greatly.  Many study participants in the 2012 EDUCAUSE survey provided examples of how 
analytics can improve other institutional processes such as communication.  Data can drive 
executive leadership, institutional research, and information technology to work with one another 
to understand the needs of the institution.  By truly opening these lines of communication, 
department “siloing” can be reduced (Bischel, 2012).  Senior leadership can institute policies that 
encourage the sharing, standardization, and federation of data, balancing needs for security with 
needs for access.  Executive-sanctioned analytics programs can also help overcome data silos by 
encouraging communication (Bischel, 2012).  Systematic use of analytics also allows institutions 
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to base their decisions on data rather than intuition, conventional wisdom, or by “doing it that 
way because that is how we have always done it.”  Faculty can foster an approach that will assist 
in answering questions that are strategically important, which can allow for continuous 
improvement (Bischel, 2012).  Finally, once processes on how data is utilized are established, 
efficiency of the institution and accountability of leadership can be improved.   
Once leaders begin to make important decisions that utilize data, addressing these means 
publicly tends to improve morale and satisfaction among faculty, staff, and students, and can 
reduce political conflict regarding strategic decision making based on data analytics (Bischel, 
2012).  This culture shift must start at the top.  Executive level leadership must be on board with 
analytics.  Effective leaders start with a strategic question before consulting or collecting data, 
not the other way around, do not let preconceived ideas influence questions, analysis, or decision 
making, and rely more on the data and less on intuition, experience or anecdotes (Bischel, 2012).   
At the conclusion of the 2012 EDUCAUSE survey, the study named five areas the author 
refers to as maturity factors, in which institutions lead the way in making data a priority.  Of 
those five areas, leadership takes a front seat in driving the use of data analytics.  Culture/process 
is the main piece found in the survey results that was identified after running a factor analysis.  
Within this category, multiple findings were established.  Under the culture/process category, the 
following were recognized as important factors: 1) having senior leaders who are interested in 
and committed to using data to make decisions, 2) administration largely accepts the use of 
analytics, 3) a culture has been established that accepts the use of data to make decisions; not 
relying on anecdote, precedent, or intuition, 4) identifying key outcomes the institution is trying 
to improve  with better use of data, 5) establishing a process of moving from what the data is 
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saying to making changes and decisions, and 6) having buy in from faculty on use of analytics 
(Bischel, 2012).   
 Research in this arena on data literacy is not well defined, in particular at the community 
college level, and further studies are needed to provide educators with a better understanding of 
the use of data when it comes to decision making.  With the expense of education rising, and the 
competition for students growing, it is imperative that administrators are making informed 
decisions to best set their students and institutions up for success.   
 All of this, of course, is easier said than done.  Today’s community college leaders are 
continuing to age and the majority of those in executive level/CEO type positions are nearing 
retirement age.  Further, the demand for keeping up on such trends in higher education creates a 
mass amount of stress and can lead to professional burnout of these leaders.  The American 
Council of Education suggests that a college presidency, as an example, combines two full time 
jobs; one dealing with on campus or internal constituencies and the other dealing with external 
challenges such as government, community members, media, and donors.  The ever changing 
landscape of the community college provides another challenge.  Due to this, the ability for 
current leadership to educate the future of the community college leaders makes it increasingly 
difficult to prepare those who are potentially the next wave of leaders.   
 If an educational researcher is to use a business model to assess the challenges that may 
arise with establishing a data driven culture, this area, although collectively more data driven, 
suggest that there are challenges for leaders who wish to get their organization where it needs to 
be.  A 2012 Harvard Business Review article entitled “Big Data” suggests there are five 
challenges for businesses that can easily be converted to challenges in the educational world. 
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1. Leadership – companies succeed because they have leaders that set goals, define what 
reaching their goals looks like, and asks the right questions. These companies do not just 
have better or more data and these companies do not completely erase human insight. 
These leaders must be able to articulate to their teams a vision, persuade people to 
embrace it, and assist in the hard work to attain it.  The successful companies in the next 
decade will be the ones who have “do it all” type leaders who can perform their job while 
changing culture. 
2. Talent management – data has become easier to attain, but finding the right individuals to 
help manage it, clean it, organize it, etc. is more difficult to attain.  Leaders must 
understand that people with these skills are and will continue to be in high demand and 
keeping these individuals employed within their organization will provide much value to 
the culture change. 
3. Technology – like business, education has many software programs that track data.  
Finding the right ones and then having the right people to run them are of up most value 
to an organization looking to establish a data driven culture. 
4. Decision making – an artful leader will create a flexible organization that will minimize 
the idea that all data is important to an entire organization regardless if it seems to some 
that it does not fit and maximize cross functional cooperation.  Parts of an organization 
that understand the problem need to work with the organizations problem solvers to 
effectively exploit the use of data. 
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5. Company culture – this article suggests not asking “What do we think,” but more so  
asking “What do we know?”  This requires an organization to move away from hunches
 and instinct.  All too often some organizations act data driven but too often are not. 
        (McAfee and Brynjolfsson, 2012) 
Problem Statement 
 There is a lack of data literacy among leaders at the community college level, while data 
analytics and data driven decision making is a rising best practice.  Organizations working with 
community colleges expect these leaders to be able to make wise decisions that will impact 
future generations of college students and the state’s workforce.  Further, the data is often 
available to these leaders, however, their inability to best utilize it or even the attempt to utilize it 
is often lost due to the lack of understanding.  These leaders may best be described as data rich, 
but information poor.  It is imperative that these leaders begin to educate themselves, their 
administrative staff, faculty and other institutional decision makers in order to create best 
practices and streamline processes to ultimately provide the best learning environment for their 
enrolled student population.  The community college leader is served with many challenges in 
this venture, however, as they continue to move towards retirement and those most often around 
them headed in the same direction. 
Purpose and Research Questions 
The purpose of this study is to determine the level of data literacy among community college 
leaders.  Further, the study will define best practices for leaders who use data driven decision 
making within their current position. 
1. What are the demographics of data-driven leaders at community colleges? 
2. Is there any inter-relationship among variables that determine date reporting routines? 
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3. Is there any inter-relationship among variables that determine data drive decision making 
culture? 
4. Is there a difference of data reporting between levels of communication about data in 
community colleges? 
5. Is there a difference of culture and process between levels of communication about data 
in community colleges? 
6. What are the predictors for determining a community college leader’s perception of their 
use of data for decision making? 
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CHAPTER 2 – REVIEW OF LITERATURE 
Data-driven decision making refers to administrators, faculty and staff systematically 
collecting and analyzing various types of data to guide decision making to help improve the 
success of students and schools (Marsh, Pane, & Hamilton, 2008).  Further, it is the 
interpretation of the data to inform some type of decision in an educational setting that is 
important, but lags behind many of the educational world’s counterparts such as business and 
medicine.  K-12 and 4-year institutions also lead the community college in their methods of 
using data to make decisions, but also have not kept up with the business and medical fields.  
Data-literate educators continuously, effectively, and ethically access, interpret, act on, and 
communicate multiple types of data from state, local, classroom, and other sources to improve 
outcomes for students in a manner appropriate to educators’ professional roles and 
responsibilities (Data Quality Campaign, 2014). In recent years beginning with initiatives such as 
the No Child Left Behind (NCLB) and continuing with Race to the Top (RTTT) and the 
Common Core State Standards (CCSS) assessments—using standardized test data has become an 
accountability requirement. With each passing year, there seems to be an increasing level of 
accountability placed on school districts, administrators, and teachers. Compliance with the 
requirements inherent in NCLB, RTTT, and the CCSS has become a focal point for schools and 
districts. For example, most states now annually rate the effectiveness of their respective school 
districts on multiple performance indicators, the vast majority of which are based on student 
performance on standardized tests (Mertler, 2014).  Educational leaders truly began requiring 
educators to analyze, interpret and use data to make informed decisions in all areas of education 
due to NCLB. The emphasis on data-driven decision-making to make improvements about in 
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schools is relatively a new feature of the education reform landscape and thus requires educators 
to learn and develop new competences (Park & Datnow, 2009).  
In recent years, the education community has observed an increased interest in data-
driven decision making.  Federal and state agencies require institutions to be accountable and 
have put policies in place to ensure they are doing so.  There has also been improved access to 
data through information technology and commercial products that assist in the easy collection 
and dissemination of this information.  Further, benchmarks have been set among these federal 
and state agencies that have facilitated the growth of data-driven decision making (Marsh, 
McCombs, & Martorell, 2014).  The state may collect educational information, such as student 
demographics, program participation, and financial status as well as examine data such as 
enrollment, course registration, program completion and credential attainment (Condelli, et. al., 
2012).  Conceivably, then, it is important for practitioners and administrators to make 
appropriate data-driven decisions to address the needs of the students within their institutions 
(Starobin and Upah, 2014).  It is also important that these decisions are being made at the 
instructional, departmental, and institutional levels.  Specifically, then for leaders, data-driven 
decisions can drive change in core program elements and develop a shared understanding of an 
institution’s successes and challenges (Campbell, DeBlois, & Bolinger, 2007; Hung, Hsu, & 
Rice, 2012). 
The First Edition of the AACC Leadership Competencies suggests that the following 
must be understood by leaders: 
• Leadership can be learned.  While it can be enhanced immeasurably by natural aptitude 
and experience, supporting leaders with exposure to theory, concepts, cases, guided 
experiences, and other practical information and learning methodologies is essential. 
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• Many members of the community college community can lead.  The competencies will 
shift in importance depending upon the level of the leader.  For example, it is more 
critical that a president be able to communicate effectively with the board than for a staff 
assistant to do so.  Both, however, can benefit from mastery of the communication 
competency.   
• Effective leadership is a combination of effective management and vision.  Ideally, 
acquisition of management skills would precede vision.  In reality, the two skill sets often 
develop in tandem and are presented together in this competency framework. 
• Learning leadership is a life-long process, the movement of which is influenced by 
personal and career maturity as well as other development processes. 
• The leadership gap can be addressed through a variety of strategies such as college grow-
your-own programs, AACC council and university programs, state system programs, 
residential institutes, coaching, mentoring, on-line and blended approaches.  Important 
considerations that apply to all forms of delivery include sustaining current leaders and 
developing new ones.   
(AACC, 2017) 
 The Second Edition of the AACC Leadership Competencies adjusted the research to 
improve upon the previous findings, but to also assist in developing leaders for the 21st century 
community college, recalibrating the skills needed to help with the amount of change that has 
taken place within the community college system in order to be more fluid and responsive 
(AACC Competencies for Community College Leaders, 2013).  These ideals include: 
• Successful leaders move institutions to achieve high and improving student success rates 
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• We need dramatic steps – a greater sense of urgency and alignment – if we wish to 
change the student success results 
• The expectations we have of our leaders are different from past experiences; priorities 
must shift to accountability for improving student success. 
• There needs to be deliberate preparation in order to produce leaders with the right 
competencies, particularly competencies in risk taking and change management.  
(AACC Competencies for Community College Leaders, 2013) 
 When comparing the two models of competencies built by the AACC, it is clear that the 
Second Edition, as expected, has a clearer vision for what will best assist community college 
leaders.  The Second Edition is much more succinct and direct with what is believed to be in the 
best interest of the community college. 
 What we know about our leaders is that there is a pool of these individuals who are 
approaching retirement.  According to the AACC, 75% of CEO respondents to the Second 
Edition research planned to retire within the next 10 years with many of their senior level 
administrators planning to do the same (AACC Competencies for Community College Leaders, 
2013).  With the survey being conducted in 2012, we are halfway there in 2017.  This creates 
challenges and opportunity for the community college.  The potential pool of replacements for 
these executive level positions will need to have the requisite skills required to immediately 
impact their institution.  This includes having a knowledge base that has a knack for data driven 
decision making.  Between May 1, 2012 and April 15, 2013, 146 first time presidents were hired, 
with many not having much professional development in essential areas driven by data such as 
budgeting and fundraising (AACC Leadership Competencies for Community College Leaders, 
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2013).  This too, means, that the many individuals they hire for their executive teams lack the 
same skills as they do. 
 Leadership is crucial when directing learning efforts and operating procedures. Using 
qualitative data from a case study of four urban school systems, this authors’ findings indicate 
that: (1) leaders at all levels co-constructed the vision and implementation of productive data-
driven decision-making by creating an ethos of learning and continuous improvement rather than 
one of blame; (2) in order to give data relevance, leaders also distributed decision-making 
authority in a manner that empowered different staff members to utilize their expertise; and (3) 
the school systems directed their resources on building human and social capacity mainly by 
focusing on modelling and knowledge brokering amongst their staff (Park & Datnow, 2009).  
Larger initiatives, outside of individual institutions, have been raised as well for leaders 
at community colleges.  These competencies, along with the understanding of why they are 
important and how they work, can assist with attaining goals set by outside initiatives.  Within 
recent years, community colleges have been challenged by the American Graduation Initiative 
that President Obama and his administration enacted.  This initiative suggests that the United 
States will need an additional 5 million graduates by the year 2020 (Obama, 2009).   
Backing up this initiative, the AACC also called for 5 million college students with 
degrees, certificates, or other credentials by 2020 (American Association of Community 
Colleges, 2012).  Data tracking plays an important role in assisting faculty, staff and the students 
in these programs to decipher the best way to complete.  Tracking data, and the understanding to 
do so by community college leaders, such as graduation, retention, completion, among other 
important variables will be a key factor in to whether these goals are reached.  This directive by 
the AACC includes seven recommendations that essentially challenge the community college 
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and its leaders.  All recommendations, including the main heading and bullets, are driven by data 
and the ability of a leader to use data to help with the decision making process.  While some 
speak specifically about data, others can certainly insert data in to its definition and make clear 
sense of what is important for a leader to know and the direction they need to take to assist in 
completing the recommendations of the AACC.  Each recommendation is listed.  The bullets 
provided do not necessarily cover all suggestions by the AACC, however, do hit those very 
specifically that fall in line with the current research.   
• Recommendation 1 – Completion 
o Publicly commit to explicit goals for college completion by articulating 
aggressive numeric goals, time frames, and the commitment to achieve equity in 
outcomes for a diverse student population. 
o Create pathways – construct coherent, structured pathways to certificate and 
degree completion, and then ensure that students enter a pathway soon after 
beginning college 
o Expand prior learning assessments – maximize appropriate awards of college 
credits for prior learning, such as learning acquired through military service 
o Devise completion strategies on both ends of the college experience – improve 
student outcomes in high-risk entry-level classes, such as college-prep algebra 
and college-level mathematics, and help students who have completed 30 hours 
take the final steps toward completion 
o Establish guarantees for seamless transfer – advocate state policy that ensures 
transfer of designated courses, certificates, and degrees from community colleges 
to universities and monitors compliance. 
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o Implement reverse transfer agreements – ensure that students who transfer before 
completing an associate degree are awarded credit toward community college 
credentials for courses completed at other community colleges and 4-year 
institutions. 
• Recommendation 2 – College Readiness (Part A) 
o Define and measure college readiness – use clear metrics and appropriate 
assessments to define college readiness, establish baseline data, and longitudinally 
track progress toward improved student outcomes. 
o Establish and support community partnerships – actively engage in collaborative 
work, such as pre-K through postsecondary and workforce consortia and other 
multisystem partnerships 
o Participate in implementation of the Common Core State Standards (CCSS) or 
their equivalent in non-CCSS states – communicate with all involved stakeholders 
to ensure they are aware of CCSS, the status of implementation, the cost to high 
school students and their families if students are not ready for college when they 
graduate, and the need to align career and college readiness skills. Partner with k-
12 institutions to advocate for CCSS professional development. 
• Recommendation 2 – College Readiness (Part B) 
o Strengthen precollegiate readiness and success 
o Provide college transitions support 
o Redesign developmental education 
o Build the foundations for gateway course success – ultimately, the indicator of 
college readiness – and of effective developmental education – is successful 
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completion of related college-level courses.  Multiple indicators can be used to 
place students into appropriate level courses such as placement diagnostics, high 
school grades, etc.   
• Recommendation 3 – Skills Gap 
o Better understand labor market trends and employee needs – and communicate 
them to students – colleges need to utilize current labor market information, such 
as project jobs, employment trends, and wage data, to inform student advising and 
determine academic program needs on campus. 
o Develop career pathways for current and future jobs 
o Redesign student experiences to incorporate more work-based, hands-on, and 
technology-enriched learning 
o Engage actively with partners to match education and training with jobs 
• Recommendation 4 – Mission and Roles 
o Develop the role of community colleges as brokers of educational opportunities 
rather than solely as director providers of instruction 
o Strengthen the role of community colleges in advising, learning assessment, and 
credentialing 
o Redefine faculty roles – expertise in instructional fields will remain key, but 
equally important will be expertise in teaching practices, curriculum pathway 
design, instructional technologies, learning assessment, student development, etc. 
o Create conditions in which part-time faculty can make their best contributions to 
student success 
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o Incorporate ingenious uses of technology in instruction and student services – 
companies are or have developed useful tools to support individualized advising, 
academic planning, monitoring of student progress, learning assessment, early 
academic alert and intervention, etc.  All data driven to assist with recruitment, 
retention, and enrollment plans. 
o Empower students as partners in developing their paths and achieving their 
educational goals 
• Recommendation 5 – Collaborative Support 
o Develop models of collaborative support structures and brokered/coordinated 
services  
o Create statewide and border-crossing data systems – these systems may track 
students from pre-K through the K-12 system, community colleges, baccalaureate 
and graduate education, and into the workforce.  They give colleges easy-to-
access student data and tools to monitor student progress, institutional 
performance, and changes in the community and labor force needs. 
o Create consortia to optimize the capacities of collaborating institutions – 
community colleges need to operate at high quality with low cost which can be 
done by collaborating on key resources such as learning analytics technologies, 
institutional research operations, professional development programs, and 
purchasing cooperatives. 
• Recommendation 6 – Advocacy 
o Ensure affordability – data driven efforts can make an institution more efficient 
with the potential to drive costs down or at a minimum hold them level 
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o Promote college completion – public funding models that promote and reward 
college completion may affect funding for institutions.  Tracking this data then, is 
key for institutions. 
o Strengthen transparency and accountability – the Voluntary Framework of 
Accountability (VFA) metrics for community college performance and 
improvement are data driven.   
o Build seamless transitions across education sectors  
o Connect education and jobs – grant funding can be made available to a 
community college through sources such as Trade Adjustment Assistance 
Community College and Career Training, better known as the TAACCCT grant.  
With all grant funding, data tracking is necessary and required. 
• Recommendation 7 – Accountability 
o Implement the VFA 
o Develop and use common indicators of student success  
 
 Recent research suggests that educators appreciate having access to all this new 
information, however, lack the knowledge and “know how” when trying to use it effectively.  
There is a dearth of research on the effects of training educators on how to best use data to make 
informed decisions, nevertheless, many studies have identified factors that are associated with 
the most effective use of data to make decisions.  For example, most studies identify the 
importance of training educators on how to best use data and then connect it to practice, 
interpretation of results, creation of assessments, and providing the ability to discuss the findings 
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while utilizing the real-life data and known challenges rather than hypothetical cases. (Black & 
William, 1998; Chen, Heritage, & Lee, 2005).    
Spillane (2012) proposes that further challenges exist beyond the understanding of the 
data, stating that the individual also involves what he or she knows, does, and believes when 
interpreting what the best decision to make is.  Little (2012) reinforces that the values educators 
have will play a role in their interpretation and use of the data, but also adds that these will assist 
in determining the trustworthiness of that data as well.  Honig and Verkateswaran (2012) 
propose that administrators also have to consider the differences in the interpretation of the data 
from their point of view as opposed to the instructors and other front line employees who work 
with students regularly that may have access to the data and are making their own assumptions as 
to what it means. 
The EDUCAUSE survey also identifies barriers to achieving success with analytics 
which includes affordability, inaccurate data, culture and expertise.  The survey results suggest 
that affordability is the highest of concerns when it comes to the use of data in decision making.  
Nearly half of the respondents reported this as a major concern.  Affordability included expenses 
involving training, staff, and tools required for analytics (Bischel, 2012).  With advancement, 
however, comes expenses.  Many of the same leaders who reported concerns with expenses also 
pointed out that with increased competition among institutions within all areas, analytics could 
certainly produce greater efficiency and effectiveness within the institution (Bischel, 2012).   
Inaccurate data or data quality and data type pose challenges for leaders who wish to use 
data to help with decision making.  If there are issues with the quality of data or inaccuracies 
within what is collected, the use of this data to make decisions would be irresponsible and an 
inefficient use of time.  However, some institutions suggest that waiting for perfect data is 
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reckless in itself.  Collected data such as enrollment numbers are not an exact measure, thus there 
is no textbook time to capture this data to perfect its use.  Most institutions of higher education 
utilize this “frozen” data to make decisions.  Per the EDUCAUSE Center, over 60% of 
institutions reported using frozen data as their main assister in decision making (Bischel, 2012).  
The First Edition of the AACC Competencies laid out similar expectations of community 
college leaders and the Second Edition did, which was the source that was used in the current 
research.   
According to the First Edition of the AACC Competencies for Community College 
Leaders, organizational strategy, resource management, communication, collaboration, 
community college advocacy and professionalism were the main structure for these leaders.  
Within each of these, the AACC identified a definition and multiple illustrations that effectively 
describe how a leader can achieve the specific portion of each competency.  This research was 
done in the mid 2000’s and now has been updated with the 2013 Second Edition version.   
Many of the competency definitions remain the same when you compare the First Edition 
to the Second Edition, however, changes to the bulleted illustrations are easily identifiable as 
education and the necessary attributes of a leader at the community college needs to be 
successful.  The Second Edition also involves differences in how competent a leader should be in 
their role depending upon the amount of time they have spent in within that position. 
The First Edition of the AACC Competencies for Community College Leaders defines 
organizational strategy as improving the quality of the institution, protecting the long-term health 
of the organization, promoting the success of all students, and sustaining the community college 
mission, based on knowledge of the organization, its environment, and future trends (AACC, 
2017).  This First Edition does specifically discuss data-driven decision making, specifically in 
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its second bullet stating that a leader should use data-driven evidence and proven practices from 
internal and external stakeholders to solve problems, make decisions and plan strategically. 
According to the Second Edition of the AACC Competencies for Community College 
Leaders, organizational strategy is defined as the ability to effectively promote the success of 
students, strategically improve the quality of the institution, and sustain the community college 
mission based on the knowledge of the organization, its environment, and future trends (AACC 
Competencies for Community College Leaders, 2013).  Within this portion of the research, the 
research team breaks down the how competent a leader should be in each of the three experience 
levels: 1) emerging leader, 2) new CEO (0-3 years on the job), and 3) CEO (3+ years on the job).  
The vast difference between the emerging leader and the CEO are remarkably different.  
Specifically, when it comes to leading and data-driven decision making, this portion of the 
research suggests that the experienced leader should be authentic in their role, have courage to 
make decisions to change culture, have an institutional change management philosophy realizing 
that it takes informed, calculated risks to make change, and ensuring employees at all levels 
understand the direction the leader is taking the institution (AACC Competencies for Community 
College Leaders, 2013).  With the importance of data-driven decision making, it is vital that the 
emerging leader and new CEO follow this trend that the AACC research group has addressed 
and look to be the advocate for cultural change, institutional philosophy, and employee 
understanding when it comes to the data being utilized to assist in this decision making.  It is 
obvious when you compare the First and Second Editions of this published document, the latter 
is much more specific to how a leader needs to be able to utilize data and the importance of 
doing so. 
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Within the EDUCAUSE report, focus group members agreed that senior leadership teams 
that are supportive of analytics and those that incorporate it into their strategic plan have less 
issue with what costs may be involved with collection of data to make informed decisions.  This 
support also leads to potential transformation of culture, particularly those with limited 
resources.  Analytics can create actionable prediction models that result in transformational 
change (Anderson and Russell, 2011).  Starobin and Upah (2014) suggest this is the most 
important element to a successful campaign for data; connecting it to policy, and building goals 
and objectives where the short-term goals add up to the long-term goals that may be out of sight 
for some of the stakeholders. 
The second competency in the First Edition, resource management, suggests that 
community college leaders shall equitably and ethically sustain people, processes, and 
information as well as physical and financial assets to fulfill the mission, vision, and goals of the 
community college (AACC, 2017).  There is a vast change from the First Edition to the Second 
Edition here, starting with the title of the competency, however, the definition has a similar 
theme.  If a researcher were to utilize the First Edition of the competencies to study data driven 
decision making, this portion of these would remain the main piece within that research due to 
the suggested needs of community college leaders.  This edition suggests that leaders must 
ensure accountability in reporting, utilize management of information resources systems to 
support operational direction and also discusses the importance of this direction to implement 
plans for budgeting, resource assessment, acquisition, and allocation processes to ensure 
consistency with the college master plan and local, state, and national policies. 
The second competency in the Second Edition, institutional finance, research, 
fundraising, and resource management defines a leader as being equitable and ethical, 
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understanding processes and information, as well as physical and financial assets to fulfill the 
mission, vision, and goals of the community college.  This competency truly is the "meat" of the 
five competencies when it comes the importance of data as it speaks explicitly to its use.  
Specifically, the CEO has responsibilities to ensure proper data reporting of the institution, 
support data mining, and understand how to use data to make informed decisions.  Further, this 
data will assist the CEO in supporting operational decisions by managing information resources 
and ensuring integrity and integration of reporting systems and databases (AACC Competencies 
for Community College Leaders, 2013).  Beyond the understanding of the data, data reporting 
and making of operational decisions, these leaders need to be able to have conversations with 
faculty and/or staff whose areas may be under performing, create a strategy to change the 
direction of these areas as well as the overall direction of the institution, when and where 
necessary, to ensure improved experience of the students.  Again, with this competency, you find 
that the current research is much more specific, in particular with understanding the importance 
of data to an institution and how that will affect the level access of the overall college and the 
attending students.   
Challenges exist for leaders and their staff with data reporting.  Most institutional 
researchers have responsibilities within required state and federal reporting, which takes up 
much of their time.  These reports can bog down the further use of analytics to assist in the 
march to help leaders make data driven decisions.  In general, institutional researchers along with 
other professionals that may assist in these processes, such as members of the Information 
Technology (IT) department, could be too overburdened to initiate further use of data analytics 
programs (Bischel, 2012).  It is ideal if community colleges have these institutional researchers 
to manage the data that is collected institutionally.  Starobin and Upah suggest (2014), though, 
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that these employees aren’t being drowned by data, but lack the resources to keep up.  Further, 
these two researchers suggest that senior level administrators take a hard look at the needs of the 
institutional research office so they can be assisted in creating a culture of data collection, 
analysis, and interpretation to implementation that will allow for actionable practices (Starobin 
and Upah, 2014).  
To create this culture of a belief in data-driven decision making, it is important that the 
leader driving this change be strong and have a great understanding of the vision that exists with 
the use of data.  This leader must have a high level of data literacy, or have the motivation in 
order to learn, which will allow the leader to resolve conflict if it arises and remind stakeholders 
about the direction the institution is headed (Starobin and Upah, 2014).  School leaders who are 
able to effectively use data for decision making are knowledgeable about and committed to using 
data in their schools (Ikemoto and Marsh, 2005).  This data culture need be accompanied by a 
clear vision for the data use by leadership.  Data can bring a powerful and important factor to an 
institutions decision making process (Mandinach and Gummer, 2012).  
In the same light, however, the idea of adding staff is a challenge for community colleges 
as state and federal level assistance along with other fiscal challenges such as shrinking 
enrollment make adding staff or even training staff a challenge.  Researchers Dr. Jacqueline 
Bischel of the EDUCAUSE Center for Applied Research and Dr. Soko Starobin and Sylvester 
Upah, of Iowa State University, all suggest that having “champions” for this movement is 
tremendously important.  Further, all researchers suggest that adding staff must be a priority for 
leaders if this incredibly important change is to take place.  Adding staff may be an impossibility 
and putting the weight of this work on other employees, who may already have a full workload, 
creates more challenges for that exceptional leader to take on as the push to change the way of 
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thinking continues.   It is, however, highly recommended that leaders ensure that the supports 
and resources are provided to establish and maintain a data culture (Datnow et al., 2007).   
Software is another expense that is often times coupled with the challenges of getting 
leaders on board with the use of data analytics.  These tools, however, do not have to be the only 
route to establishing a positive use of data analytics.  Austin Peay University created a degree 
compass, a course-recommendation system, which was initiated by using a simple Excel 
spreadsheet (Denley 2010).  Purdue University’s Signals program uses data already in-house.  
This system collects grade information, demographics, and other existing student data on effort 
and engagement.  With this information, the institution provides students with early performance 
notifications that have assisted in students attaining higher grades and increasing their tendency 
to reach out for help, when needed (Pistilli, Arnold, and Bethune, 2012).   
Educational leaders can also look to partner with certain disciplines within their 
institutions, such as those in statistics or information technology, to develop data literacy training 
programs.  Leaders could also look to provide continuing education opportunities to their 
facilitators to provide data literacy training (Starobin and Upah, 2014).   
When the use of data is driving an institution to take a deeper look at itself, what the 
underlying causes of problems are, what area or individual needs to do their job more 
productively, and so on, respondents from the 2005 Ikemoto and Marsh study suggested that 
individuals must be willing to acknowledge both strengths and weaknesses.  Further, the 
individuals within an institution must be willing to openly discuss these strengths and 
weaknesses and be accountable, rather than threatened by the process of data-driven decision 
making.  In data-driven cultures, colleagues must be able to constructively challenge one another 
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and view these challenges as rewarding efforts to deepen the rigor of the data-driven decision 
making process (Ikemoto and Marsh, 2005).    
Finally, the third competency most valued within the current research is communication.  
The AACC data suggests an effective community college leader uses clear listening, speaking, 
and writing skills to engage in honest, open dialogue at all levels of the college and its 
surrounding community; promotes the success of all students; ensures the safety and security of 
students in its surrounding college community; and sustains the community college mission 
(AACC Competencies for Community College Leaders, 2013).  Many experts identify 
communication as the key factor to being an excellent leader.  Regardless of whether you’re 
talking about business, politics, or education, the best leaders are first-rate communicators.  Their 
values are clear and solid, and what they say promotes those values.  Their teams admire them 
and follow their lead.  Likewise, if you want your company to reach new benchmarks of 
achievement, you must master the art of clear communication (Froschheiser, 2008).   
The AACC specifically identifies many skills important within communication that 
leaders must establish to become successful leaders.  Important factors they identify are being 
articulate, having strong presentation skills, a quality system of communication with board of 
trustees, employees, students and the community, and the ability to cover information succinctly, 
frequently, and inclusively through media to the many stakeholders.  When communicating, it is 
always important to speak confidently, tactfully, and responsibly (AACC Competencies for 
Community College Leaders, 2013).  Further, leaders must create an environment in which their 
faculty and staff feel comfortable sharing their observations and ideas to improve strategies of 
the institution and facilitate this environment of shared problem solving and decision making.  
The value in having feedback from faculty and staff will be able to help drive the type of data 
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collection that needs to take place or what data should be pulled from a current data set that may 
be available within this institution.  This open line of communication will allow the leaders to 
learn what is taking place on the front line to assist in making quality, data-driven decisions. The 
First Edition very much falls in line with the Second Edition, however, the 2013 report gets 
much more in depth about how a leader must communicate, using information, to be affective 
and successful. 
Ikemoto and Marsh (2005) examined a number of K-12 institutions that utilized data-
driven decision making in one way or another.  Within their findings, the authors delineated 
multiple factors affecting data-driven decision making, one of which was organizational culture 
and leadership.  This study found that the culture and leadership within a school or district 
influenced patterns of data use across the multiple sites.  Administrators with strong visions of 
data-driven decision making who promoted norms of openness and collaboration greatly enabled 
data use in many of the sites.  Leaders that promoted professional learning communities and a 
culture of collaboration strongly helped to facilitate data-driven decision making (Ikemoto and 
Marsh, 2005).  Mandinach and Gummer’s study in 2012 specifically noted communication as a 
key element in its findings on data-driven decision making.  Participants in this study felt as if 
the use of data had a negative connotation.  Many assumed its use was to identify sub-par 
teaching methods or other failing systems.  Those with excellent, open lines of communication 
understood how and why data was able to inform continuous improvements and that it is an 
effective tool for educators (Mandinach and Gummer, 2012).      
Previous Research on DDDM 
The EDUCAUSE Center for Applied Research's study on Data Analytics listed many key 
findings following the completion of their research.  In particular, the overarching findings 
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suggest institutions that feel as if data is important often only utilize it in reporting, need to 
utilize it to develop strategic planning but often do not, should use when their institution is ready 
to make an investment or commitment, should be seen as an investment rather than an expense, 
should focus on expertise, process and policies, and should use data to make predictions or 
trigger actions in a variety of actions.   
Specifically, within the study, Bischel reported that only 28% of the schools found 
analytics to be a major institutional priority while an additional 41% suggested it was a major 
priority for some departments within their institution, but not the institution as a whole.  On the 
other end of the spectrum, only 6% of institutions reported that analytics is not a priority or an 
interest.  Bischel also compares the importance of analytics two years prior to the 2012 research 
and then predicts what it may be like two years following it.   
Her study shows that 84% of institutions found analytics to be more important in 2012 
than they did in 2010.  She predicts a 2% increase in importance of analytics in higher education 
success two years following the 2012 study.  Currently, EDUCAUSE and Bischel are working 
on updating the data after just completing their updated 2015 survey.   
Most interestingly, the 84% that determine analytics to be important often define data as 
important, however, when it actually comes to using it to make informed decisions, these 
institutions frequently only monitor this data or have dormant data that is collected, but not 
actually put to use.  In most cases in the EDUCAUSE survey, respondents were using data at a 
level below the threshold identified in the definition of analytics according to EDUCAUSE – not 
using it proactively to make predictions (Bischel, 2012).  In only three areas, enrollment 
management, finance and budgeting, and student progress, were more than half the institutions 
meeting the expectations including in this definition.   
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EDUCAUSE broke down 17 areas of a college and studied how data was used to make 
predictions and informed decisions within education.  These 17 areas included: 1) enrollment 
management, 2) finance and budgeting, 3) student progress, 4) instructional management, 5) 
central IT, 6) student learning, 7) progress of strategic plan, 8) alumni/advancement, 9) research 
administration, 10) library, 11) cost to complete degree, 12) human resources, 13) facilities, 14) 
faculty promotion and tenure, 15) faculty teaching performance, 16) procurement, and 17) 
faculty research performance (Bischel, 2012).  The majority of the institutions within this study 
are “collecting data,” however, they have not used this information to make predictions or take 
action in areas that will positively affect the institution (Bischel, 2012).  Of the 17 areas, 
respondents considered areas involving students have the greatest potential to benefit from 
analytics. 
The use of data-driven practice in education continues to emerge and with the emphasis 
on using data for accountability and application purposes needs to stimulate administrators to be 
leaders in this field.  The use of data is no longer a recommendation, but an expectation.  Gut 
feelings, anecdotes, or experience are no longer acceptable ways of making decisions.   
In order to develop leaders, the AACC has many suggestions as to how to drive the 
individuals and their institution towards success.  The following observations by the AACC will 
assist today’s leaders and future leaders along with their institutions Boards of Trustees in 
developing leaders to be most effective. 
• Any leadership program must be valued by the organization providing it, as well as the 
customer contemplating participating in it. 
• The curriculum must be much more than anecdotal leadership war stories, and must 
include opportunities for application of the concepts that the participants are learning. 
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• The program modules/components in leadership programs must have clear outcomes and 
measurable results as they relate to mastery of competencies. 
• Successful programs must contain team-building components and networking 
opportunities for the cohort 
• Programs must continue to be refined over time. 
(AACC Competencies for Community College Leaders, 2013) 
 The AACC also suggests that leadership skills evolve.  This is evident with the 
development of the competencies from the First Edition to the Second Edition.  The new model 
focuses on what leaders need to know based on their position within their institution.  The 
importance of understanding the entire scope of the institution is valuable, however, the AACC 
suggests that having the ability to inspire the area in which the leader works to help support the 
mission has much more value (AACC Competencies for Community College Leaders, 2013). 
Iowa Department of Education Requirements 
 In Iowa, where the current research was conducted, you will find many data driven 
requirements governed by the Iowa Department of Education.  Per the Iowa Department of 
Education website (www.educateiowa.gov), “Community College Data Reporting consists of a 
number of data sets collected annually to reflect most of the Iowa community colleges activities. 
Iowa community colleges report student enrollment, coursework, awards, college human 
resources and financial data. This data reporting is mandated by the state law to serve 
informational, accountability, research and reference needs for a variety of users, from policy-
makers to researchers, educational administrators, educators, media and general public.”  
Further, “The Accounting Manual is prepared by the Department of Education to assist 
community colleges in reporting data.  It is revised on an as needed basis and includes 
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information on the proper coding of the accounting functions on the community college 
information system and the Data Dictionary is prepared by the Department of Education to assist 
community colleges in reporting data.  It defines all of the terms and definitions used in the 
Reporting Manual. The Reporting Manual is revised each year and includes information on how 
to report student enrollments, student awards, and human resource data.” 
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CHAPTER 3 – DATA COLLECTION AND METHODOLOGY OF STUDY 
Theoretical Framework 
 To develop a theoretical framework for this study, the research team proposed a survey 
study and created a survey instrument that assisted in determining the level of data literacy 
among community college leaders.   
It is important to outline what a leader is.  Leader is defined as a person who leads or 
commands a group, organization, or country.  Within the community colleges in Iowa, leaders 
are defined in many different ways.  Some may be seen as executive level leaders which may 
include the president, vice president(s), chief financial officer, Deans including assistant or 
associate level, where applicable.  Leaders may also be established in other institutions as those 
that have administrative type duties along with a faculty or professional staff role.  These could 
include faculty department chairs or director/coordinator positions across campus. 
Transformational Leadership Theory 
 Within the current research, transformational leadership theory will be used to frame the 
current research.  Transformational leadership theory suggests that a leader must have or gain the 
ability to link change to a collective purpose that acknowledges needs, values, and goals of the 
group and at the same time, fully engages followers. The vision is shared by everyone 
throughout the organization and both the leader and followers work collaboratively to transform 
and create new culture.  Within this theory, there exists five orientations or themes that break 
down transformational leadership theory and create an understanding for how this truly fits into 
the current research. 
 The first orientation is vision which suggests that a leader possesses a future orientation, 
takes appropriate risks and is committed to appropriate change.  A leader has a conceptualized 
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view of the future.  While shared with others, the vision is the primary responsibility of the 
transformational leader.   
 The second theme is influence orientation.  Transformational leader’s attributes within 
the influence orientation include being action oriented, employing an appropriate decisional style 
within the organization and one who looks to build a collaborative environment.  This theme 
suggests that a transformational leader has an increased belief in delegation and empowerment, 
resulting in self-actualization of both leaders and followers.  There is a shared attention to 
problems and understanding of roles to be played within transformational leadership theory. 
 The third theme is people orientation.  The process of leader and follower interaction in 
which the team is considered a living system, and where strengths of each team member are 
maximized with a strong focus on the individual remaining.  Transformational leader’s attributes 
in people orientation are student centered. 
 The fourth theme is motivational orientation in which the mass of the organization 
accepts new vision and mission.  Followers are motivated to achieve and are excited through 
performance and results.  Leader attributes within this orientation include being flexible in 
dealing with issues and people, encourage creativity, assist in the development of others, helps 
clarify expectations and attempts to inspire others.   
 The fifth and final orientation is value.  Attributes of a transformational leader within this 
theme include a demonstrated commitment to learning, advocating for quality education, 
demonstration of high standards, sound judgment, openness, trust and a sense of humor while 
leading by example.  This theme constitutes the moral fiber of a leader and is viewed as an 
ethical orientation that is uplifting for followers (Roueche, Baker, & Rose, 1989). 
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Conceptual Framework 
A conceptual framework was established for the individual members of the research team 
using Gummer and Mandinich’s proposition of data literacy.  These two researchers focus on 
data literacy for teaching, however, the framework is relative to establishing a foundation for 
critical thinking for leaders about data literacy.  Gummer and Mandanich (in press) suggest that a 
construct, such as data literacy for teaching, is a composite of several domains of teaching 
(Starobin & Upah, 2014).  Within the current research, the “domains” are the five leadership 
competencies created by the AACC. Transformational leadership theory interrelates with 
Gummer and Mandinich’s data literacy theory by establishing the previously mentioned links to 
change that acknowledges needs, values, and goals of the group and at the same time, fully 
engages followers. The vision is shared by everyone throughout the organization and both the 
leader and followers work collaboratively to transform and create new culture, or in the case of 
data literacy theory, establish a baseline or foundation to critically think about how data literacy 
can invoke positive vision shared by leaders and followers.   For purposes of the current 
research, three of the five competencies are utilized.  Each competency has subcomponents and 
various elements that can be mutually independent, hierarchical, or reciprocal as leaders pilot the 
use of data in informed decision making.   
Methodology 
Research Design 
 The research study is being conducted in two separate phases.  Phase 1 included a pilot 
study that was conducted at three Iowa community colleges.  Within this phase, a research team 
under the direction of Dr. Soko Starobin, former Iowa State University Professor in the 
Community College Leadership program, used the survey instrument created by the research 
40 
 
team to collect information from leaders within three pilot schools selected.  These institutions 
included Des Moines Area Community College, Indian Hills Community College and Scott 
Community College.  Each of the three members of the research team have ties to these 
institutions which allowed for feasible communication with those taking the survey.  Upon 
finalization of the survey instrument, the research team sought permission from the Iowa State 
University Institutional Review Board to conduct the pilot study during the fall of 2015.   
 Over a specified time period during the fall of 2015, email invitations were sent to 
community college leaders from each of the pilot institutions that included a Qualtrics online 
survey.  The goal within the pilot study was to attain a minimum 100 responses to the emailed 
survey.  Results from this pilot study were analyzed in SPSS Statistical Software.  
Surveys 
The creation of this survey was based upon three existing surveys; the President’s 
Survey, the K-12 Data Literacy Survey and the Learning Analytics Readiness Instrument 
(LARI).  Theory will be framed within Transformational Leadership Theory. 
Portions of the President’s Survey assisted in determining potential important 
demographic information needed for the current research.  Further, it provided information on 
how the leader came into their current position.  This pathway may have an impact on why or 
why not data driven decision making is or is not being utilized.  The number of years the leader 
has been in community college leadership will also be sought out with this tool.  This too, is 
valuable information as data analytics may not have been seen as an important factor in decision 
making early on in many of these leaders careers.  Other demographic type questions were 
utilized from the President’s Survey as well including age, race, gender and degree earned. 
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 The K-12 Data Literacy Survey utilized questions for administration, faculty and staff to 
learn more about the use of and comfort level with using data to make informed decisions.  
Questions to guide gaining information within areas such as assessment, rubric design, and 
student success metrics through data are sought.  This also seeks to gauge comfort level with 
using data and how well these individuals feel the data is utilized in decision making. 
 Finally, the LARI sought to attain some similar demographic information as the 
President’s Survey, including position held, involvement with analytics discussions, individual 
thoughts on implementation of analytics in particular areas, such as retention, student success, 
and time to degree.  It then dives into the individual’s feelings on how well they believe their 
institution handles the use of data analytics and data driven decision making.  These questions 
cover everything from recruitment and enrollment of the student to completion and alumni 
tracking of the student, with everything in between.   
Pilot Study 
 The research team compiled the key pieces from each of these three instruments and 
created a new survey to gather information from community college leaders.  Data from the 
newly created survey was utilized to answer the research questions in the pilot study.  Leaders 
from three Iowa Community Colleges were asked to complete the survey to allow the research 
team to create a report that would benefit these individuals and assist them in creating a more 
data driven decision making environment.  Community College leaders were defined as anyone 
at the Dean level or above, and could potentially include faculty members with administrative 
duties attached to their teaching load.  This pilot study allowed the research team to test the 
instrument for validity and reliability.  Once the pilot study was completed, the survey 
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instrument was then able to be easily adjusted and finalized for use in the statewide study of 
Iowa community colleges.   
Following the completion of the Capstone Report, the research team analyzed the survey 
and determined which components of the survey were necessary to retain for the state wide 
research.  By utilizing the results of the Capstone Report, the research team was able to create a 
shorter survey by eliminating the questions that would not lend themselves to the research team’s 
direction in the dissertation research.  A copy of the original and current survey is included in the 
appendices.   
Pilot Study Institutional Profiles 
Des Moines Area Community College (DMACC) encompasses six campuses in Central 
Iowa.  In the fall of 2015, College A enrolled approximately 37,000 students.  DMACC’s 
mission and values established by the institution are as follows: 
• Mission - provide quality, affordable, student-centered education and training designed to 
empower all students in their pursuit of life’s opportunities and their career goals. 
• Vision - improve the quality of life for individuals in its communities by meeting their 
educational and training needs throughout their lives. 
Indian Hills Community College (IHCC) was founded in 1966 with the college’s district 
spanning 10 counties in the Southeast part of Iowa.  In the fall of 2015, the college enrolled 
4,773 students across its two campuses; 4,225 Iowa residents, 380 out of state residents, and 168 
international students.  Over 70% of these students (3,519) reported they were 22 or younger 
with another 55% (2,626) reporting that they were enrolled at full time status.   
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IHCC’s mission and values established by the institution are as follows: 
• Mission – to change lives by inspiring learning, diversity, social enrichment, and regional 
economic development 
• Values  
o Academic Excellence and Student Success 
o Integrity, Relationships, and Teamwork 
o Acceptance, Inclusion, and Accessibility 
o Tradition and Culture 
o Innovation and Future 
The Eastern Iowa Community College (EICC) system is a 3 campus system located on the 
Eastern boarder of Iowa and was established in 1965.  Approximately 13,000 students enrolled at 
College C during the fall of 2015.  EICCC’s Mission and Vision are as follows: 
• Mission - Deliver high-quality education and training that prepares a skilled workforce, 
provides affordable access to higher education, and builds and strengthens our 
communities. 
• Vision - Be the first choice for education, training and partnerships that strengthens 
Eastern Iowa. 
Pilot Study Results 
Findings of major interest included those that examined Facilities, Housing, and Alumni 
Development (Pilot Survey Questions 12_3, 12_5 and 12_7).  Under Facilities, 69 of 131 
(52.6%) respondents reported that their institution “does not collect” or “don’t know” if they 
collect data on facilities such as swipe card access into campus buildings, food service usage, 
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and gym/recreational facility usage.  It is likely that these individuals do not work directly in 
these identified areas, however, as leaders within the institution this would all be valuable 
knowledge for them to have.  With budgets becoming a more and more challenging by the year, 
this data could assist the college leaders in determining if food service plans or recreation facility 
usage is losing them money or if methods should be established to increase potential income in 
these areas.   
Pilot Study Survey Question 12_5, which discussed Housing, including application data, 
roommate matching, preferences, placement, and renewal as specific examples identified on the 
survey also showed a significant amount of leaders who either “don’t know” or an institution that 
“does not collect” this information.  55.7% or 73 of 131 surveyed answered in one of these 
manners.  This too signifies leaders as being out of touch with their on-campus housing set up 
which can have a large effect on the college’s income and retention of their students, for 
example. 
   Alumni/Development, or pilot survey question 12_7, which inquired about membership, 
contribution history, employment data, transfer data, and relocation data had interesting findings 
as well.  61% of the respondents either did not know if this data was collected or suggested that 
some departments collected some data or the institution as a whole only collected some data.  
Like Housing, Alumni/Development Offices can supply an integral line of funding to an 
institution.  Quality collaboration between this/these offices and institutional leadership can lead 
to great gains by the community college in a variety of aspects.      
 Finally, pilot survey questions 12_1 (Student Records) and 12_2 (Admissions) had a total 
of 50 respondent’s answer that there was no plan, a plan to begin or only a portion of this data 
being collected by their institution.  Although this number is not extremely high, it still is worth 
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noting that leaders from institutions are reporting that there is little or no planning being done in 
the areas of Student Records (e.g. demographics, academic history, degree placement exams, 
achievement tests) and Admissions (e.g. prospect demographics, interests, application data, 
application evaluation, orientation data, high school/transfer information).   
 Following the frequency analysis, cross tabulations were run, continuing to utilize pilot 
survey question 12 while also using pilot survey question 16, which asked about the level in 
which data is communicated (either raw data or in report form) across their campus.  Although 
five answers were available, the researcher recoded the survey answers in to three distinct 
groups; decentralized, neutral and centralized as opposed to the originally identified groups 
which also included highly decentralized and highly centralized.  Cross tabulations were run on 
each of the previously mentioned “interesting findings” within the frequencies, utilizing pilot 
survey question 16 and pilot survey questions 12_3, 12_5, 12_7, and 12_1 and _2.   
 When cross tabulations were run using pilot survey questions 16 and 12_3 (facilities), 
decentralized institutions rated higher in responses that confirm that these type of institutions 
may not collect and utilize data more than centralized institutions.  The difference, however, was 
just 7 responses within the 110.  This finding is interesting as “top down” institutions are 
compared to institutions that may provide more departmental control.  The alarming rate of 
“does not collect” or “don’t know” responses remained high in the cross tab analyses.  
Significant correlations when running pilot survey question 13 through SPSS, included the 
following key findings: 
• If reports inform institutional decisions, they inform departmental decisions (0.725, 
which indicates a strong, positive linear relationship) 
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• Persons attempting to replicate reports/data can do so regularly and there is an established 
routine process for eliminating or phasing out unused institutional reports (0.552, which 
indicates a moderate, positive linear relationship) 
• Routine scripts/processes for refreshing/updating reports and reports routinely informing 
institutional decisions (0.539, which indicates a moderate, positive linear relationship) 
• Institutional reports routinely inform departmental decisions and established routine 
process for phasing out or eliminating unused reports (0.477, which indicates a near 
moderate, positive linear relationship) 
Across these findings, the researcher found consistency within the institutions that were 
examined in terms of the previously mentioned correlations.  These four bullets show positive 
routines that the three institutions characteristically use to use data to make positive, informed 
decisions.  In the opposite, key correlation findings that looked across the question that 
considered institutional reports routinely contain trustworthy data, none of the correlated 
responses were above a moderate, positive relationship which may be cause for concern.   In 
particular: 
• There is a low correlation between institutions establishing routine processes for 
eliminating or phasing out unused institutional reports and my institution’s reports 
routinely contain trustworthy data (0.264, which indicates less than a weak, positive 
correlation) 
• There is low correlation between institutional reports routinely inform departmental 
decisions and my institution reports routinely contain trustworthy data (0.359, which 
indicates less than a weak, positive correlation) 
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• There is low correlation between persons attempting to replicate reports/data can do so 
regularly and reports routinely containing trustworthy data (0.395, which indicates less 
than a weak, positive correlation) 
• Frequencies and cross tabulations were run through SPSS to examine pilot study research 
question three.  Frequencies were run on pilot survey question 24 from the Data Driven 
Decision Making Survey to determine which portions of this question needing to be 
scanned more in depth.  Pilot survey question 24 specifically looked at one of the AACC 
Leadership Competency, Organizational Strategy.  Organizational Strategy is defined as 
“an affective community college leader promotes the success of all students, strategically 
improves the quality of the institution, and sustains the community college mission based 
on knowledge of the organization, its environment, and future trends” (AACC, 2015).  
This question asked the leader how prepared they are (not prepared, weakly prepared, 
somewhat prepared, prepared, or strongly prepared) for operating within the 
organizational strategy competency.  Specifically, pilot survey questions 24_1, 24_2, and 
24_4 showed the most interesting findings when evaluating question 24.   
• Pilot survey question 24_1 asked the leader to gauge his/her perceived proficiency when 
developing, implementing, and evaluating strategies to improve the quality of education 
at their institution.  Of the 99 responses, 57 (58.8%) indicated their perceived ability to do 
so were “somewhat prepared” or worse (weakly prepared or not prepared) with only four 
respondents indicating that felt “strongly prepared” to carry out this leadership 
competency. 
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As a result of the pilot study, I was able to assist the research team through the above 
findings along with the two other team member findings to develop a new, more efficient survey 
and create a research path for an extended study on data driven decision making at the 
community college level. 
Dissertation Study 
This dissertation project is the second phase of the study to ascertain the level of data 
literacy, data analytics, leadership, and collaboration and advocacy in community colleges and 
how these factors guide data driven decision-making influencing student success, supported by 
the School of Education at Iowa State University.  
Data from the newly created survey was utilized to answer the current research questions.  
Leaders from 15 Iowa Community Colleges were asked to complete the survey to allow the 
research team to create a report that will benefit these individuals and assist them in creating a 
more data driven decision making environment.  As stated previously, community college 
leaders may be defined as anyone at the Dean/Director level or above, and could potentially 
include faculty members with administrative duties attached to their teaching load.  The pilot 
study used the survey instrument at three community colleges in the state of Iowa.  This allowed 
the research team to test the instrument for validity and reliability.  Once the pilot study was 
completed, the survey instrument was adjusted and finalized for use in the statewide study of 
Iowa community colleges which was used for the current dissertation study research.  Copies of 
both surveys are included in the appendix of this dissertation.  Results of the current research are 
found in Chapter 4 of this dissertation. 
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Iowa Community College Profiles 
Iowa's community colleges are governed by locally elected boards of directors.  Each 
community college offers a comprehensive educational program. All Iowans of postsecondary 
school age are eligible to attend any of the community colleges. Community colleges also offer 
special programs for students who attend local secondary schools.  All community colleges 
comply with approval standards adopted by the State Board of Education (Iowa Department of 
Education, 2017). 
Iowa's community colleges offer programs in three major areas of instruction - adult 
education, career programs in vocational and technical education and college parallel.  
Through adult education, the community colleges provide part-time programs for adult students. 
These programs include: adult basic education programs for adults who have less than an eighth 
grade education; high school completion programs leading to adult high school diplomas and 
high school equivalency diploma, supplementary career programs of vocational and technical 
education for upgrading the skills of employed Iowans, and continuing education programs for 
adults who desire instruction to meet pre-occupational training needs, avocational and 
recreational interests, or other needs (Iowa Department of Education, 2017). 
The preparatory career programs of vocational and technical education provide 
preparation for immediate employment in a wide variety of careers. Those training programs 
ordinarily require full-time instruction of four weeks to two years. Many of these programs are 
cooperative programs which provide classroom instruction in conjunction with paid employment 
experience related to the career preparation, and many are available on a part-time basis. 
The college parallel program provides arts and sciences courses that may be transferred 
to other colleges and universities as the equivalent of the first two years of a four-year 
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baccalaureate program. Included in college parallel are some programs that also provide 
preparation for entry level employment through career option programs (Iowa Department of 
Education, 2017). 
The state of Iowa is separated into 15 regions that help make up the Iowa Community 
College system.  Institutions include: Northeast Iowa Community College (Calmar), North Iowa 
Area Community College (Mason City), Iowa Lakes Community College (Algona, Emmetsburg, 
Estherville, Spencer and Spirit Lake), Northwest Iowa Community College (Sheldon), Iowa 
Central Community College (Ft. Dodge), Iowa Valley Community College District 
(Marshalltown, Iowa Falls and Grinnell), Hawkeye Community College (Waterloo), Eastern 
Iowa Community College (Clinton, Muscatine, and Davenport), Kirkwood Community College 
(Cedar Rapids), Des Moines Area Community College (Ankeny, Boone, Des Moines), Western 
Iowa Tech Community College (Sioux City), Iowa Western Community College (Council 
Bluffs), Southwestern Community College (Creston), Indian Hills Community College 
(Ottumwa and Centerville), and Southeastern Community College (Burlington).  The map below, 
provided by the Iowa Department of Education website (www.educateiowa.gov) shows the 
regions in which these community colleges operate. 
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Image - Assigned Regions for Community Colleges of Iowa  
(Iowa Department of Education, 2017) 
 
Data Analysis 
Descriptive Statistics 
 The Statistical Package for Social Sciences (SPSS) was the computer software program 
used to analyze the data receive from the DDDM Survey for this study.  To answer research 
question number one, descriptive statistical analyses was conducted to determine the 
demographic picture of the community college leaders.  Age, race/ethnicity, gender, age and 
highest degree earned were all analyzed. 
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Exploratory Factor Analysis (EFA) 
 EFA was run to answer research questions two and three.  Survey questions 18 and 19 
were analyzed through SPSS to find significant factors.  Each survey question produced one 
factor, or construct, each.  The EFA assists in this data reduction technique to reduce the large 
number of variables to a smaller composite number of variables.  The importance of an 
individual factor is assessed by the proportion of variance or covariance accounted for by the 
factor after rotation, and interpreted by the underlying theme uniting the group of variables 
loading on it (Tabachnick & Fidell, 2007).  Loadings over 0.71 are considered excellent, over 
0.63 very good, 0.55 good, 0.45 fair, and 0.32 poor (Comrey & Lee, 1992).  Therefore, the 
greater the factor loading the better.   
Analysis of Variance (ANOVA) 
 ANOVA procedures are utilized to compare the means of two or more groups (the 
independant variable) on one dependent variable to see if the group means are significantly 
different from one another (Urdan, 2010).   
Question 21 was recoded to assist in answering research questions four and five.  Highly 
decentralized and mostly decentralized were grouped together, highly decentralized and mostly 
decentralized were grouped together and neutral was left as is.  Survey questions 18 and 19, 
following the EFA, were also utilized to answer the same research questions.  Tukey and Sheffe’ 
post hoc tests were also run to identify significant differences between the groups. 
Linear Regression 
 Linear regression analysis involves a single independent variable and a single dependent 
variable.  Regression allows researchers to examine the strength of the relationship between 
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variables and the relative predictive power of an independent variable on a dependent variable 
(Urdan, 2010). 
The current study utilized variables age, gender, race/ethnicity, degree earned, and 
question 21, communication about data, while also utilizing survey questions 24_1 and 12.  
Question 24_1 asked the leader to rate themselves on a 5-point scale; low, low/medium, medium, 
medium/high, high in terms of their responsibility and vision is to be a transformational leader.  
Transformational Leadership Theory was at the core of the methodology for this study, thus 
understanding the leader’s vision for a shared culture was important in the current research.  
Question 12 then asked about the level of personal involvement in the DDDM effort/discussion 
at their institution.  The survey allowed for five different responses; not at all, interested but not 
involved, somewhat involved, highly involved, or leading the conversation.  This information 
was valuable for the current research to determine the leader’s level of involvement in DDDM 
discussion at their institution.  Finally, professional development was analyzed to determine its 
effect on the leader’s perception of their data driven decision making abilities.  Survey question 
16_5 asked the leader to answer if their institution has professionals who train constituents on the 
use of data.  Five answers ranged from strongly disagree to strongly agree. 
report was written and presented with approval by the members of the researcher’s committee.  
Limitations 
One limitation to this study may be the lack of information on this topic from faculty and 
staff.  Information attained from the “front line” individuals may be valuable as these are the 
employees that are often practicing the policies put into place by the intuitional leaders who may 
or may not be using data to make decisions.  The results from the study may not represent the 
practice that improves or impedes student success.  
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A second limitation is the use of only Iowa community colleges, which may not make the 
data collected generalizable to other community colleges across the country.  Although Iowa 
community colleges do provide an excellent variety in urban versus rural campuses, differences 
certainly exist in different regions of the country. 
A third limitation is the survey responses being self-reported.  Anytime a survey is 
completed, it is the hope of the researcher that the questions are easily understood and that the 
surveys are completed in full.  Incomplete surveys in this research did create some challenges for 
the research team attempting to reach their goal in total number of responses. 
A fourth limitation was the lists of leaders, although a definition was provided, were 
determined by the Institutional Researchers of the selected institutions.  The Institutional 
Researchers perception of the definition provided help create the lists provided to the research 
team.  As the research team evaluated the lists provided and loaded them into the SPSS Software, 
it was evident that the perception of what could be considered a leader differed from institution 
to institution.   
A fifth limitation to the study is the determination by each college’s institutional 
researcher on the list of leaders that should be returned to the research team.  Although a strong 
definition was provided by the research team on what a leader is, the institutional researcher 
ultimately chose who they decided to align with this definition and who they did not.  As an 
example, some institutions determined that their college’s Athletic Director did fall within this 
definition while others did not include this particular individual. 
Finally, there is a dearth in research about data driven decision making in the community 
college system.  This made it challenging for the current research to connect on any past findings 
to assist with the current research project. 
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Delimitations 
 This study was delimited to the 15 community colleges in the state of Iowa guided by the 
survey questions that were developed by the content in the surveys that were used to create the 
Data Driven Decision Making Survey.  The study was also measured based on the AACC 
Leadership Competencies developed in the Second Edition of this research.  It will not be used to 
measure anything beyond the data driven decision model in which it was built to gain 
information on. 
Significance of Study 
 Data and the feasibility to collect data is in a position now that community college 
leaders have superb information right at their fingertips.  However, many leaders may lack the 
understanding of how to best utilize this data or collect this data to make informed data driven 
decisions.  It is imperative that leaders are educated on how to collect and use this data to make 
quality decision for their students and institutions.  It is imperious that analytics itself is not the 
end goal, rather is used as a tool to address strategic problems or questions. 
Definition of Terms  
Data-Driven Decision Making (DDDM) — refers to administrators, faculty and staff 
systematically collecting and analyzing various types of data to guide decision making to help 
improve the success of students and schools (Marsh, Pane, & Hamilton, 2008) Further, it is the 
interpretation of the data to inform some type of decision in an educational setting.  
Data Analytics — the use of data, statistical analysis, and explanatory and predictive models to 
gain insights and act on complex issues.  
Community College Leader — defined as anyone at the Dean level or above, and could 
potentially include faculty members with administrative duties attached to their teaching load. 
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CHAPTER 4 - RESULTS 
This chapter provides an overview of the results of the completed study.  The results of 
the study were found by running several statistical analyses through the SPSS program.  
Demographic characteristics, Exploratory Factor Analysis (EFA), One-Way Analysis of 
Variance (ANOVA) and Regression Analysis were all used alongside the six research questions 
to guide this study.   
Descriptive Analysis 
In order to answer research question one, descriptive analysis was run to examine the 
demographic information provided by the leaders at the 15 institutions.  Specifically, the 
researcher examined the age, gender, race/ethnicity and highest degree earned of the composite 
results as well as the individual institutions to help gain a better understanding of these 
institutions.  The descriptive analysis was analyzed by utilizing all 220 respondents from the 15 
community colleges who answered the survey questions in regards to the demographics.  Table 
4.1 presents a detailed description of the results.  A summary of the descriptive analysis is 
provided below in the Demographic Descriptive Analysis Chart. 
 
Table 4.1 - Demographic Descriptive Analysis 
___________________________________________________________________________ 
 
Variables    n            %         
Age  
            
35 & below    21   9.5          
36-45     18  18.4    
46-55     21  21.4    
56-65     38  38.8    
66 & up    19  19.4       
Missing (no response)   0  0 
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Table 4.1 continued 
 
Gender    
 
Male     83 37.7   
Female    131 59.5 
Missing (no response)   6 2.7      
 
Race/ethnicity  
 
Non-Resident Alien   1 0.5  
Asian     1 0.5      
Black or African American  8 3.6       
White     200 90.0   
2 or more    3 1.4  
Missing (no response)   6 2.7    
 
Highest degree earned         
 
AA/AAS or below   12   5.5     
Bachelor’s    29   13.2   
Master’s/Ed. Specialist  124   56.4        
Ph.D./Ed.D./J.D.   48   21.8       
Missing (no response)   7   3.2  
 
Demographics 
 
 Fifteen community colleges in the state of Iowa surveyed resulted in 220 responses to the 
demographic questions.  The majority of the respondents fell into the higher age ranges with the 
56-65 range the highest at 38.8%.  Over half of the leaders who responded (58.2%) were 56 
years or older.  When comparing the current research to the 2016 Condition of Community 
College Report produced by the Iowa Department of Education, this publication reports that the 
average age of an administrator in Iowa’s community colleges is 53.8 with the median being 
reported as 56.  Thus, the current research aligns very well with the overall age demographic in 
the Iowa community colleges (www.educateiowa.org, 2016).   
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 Gender was also assessed in the demographic questions.  Of the 220 respondents, 131 
(59.5%) were female while 83 (37.7%) were male with an additional six (2.7%) who did not 
respond to this question.  The Iowa Condition of Community College publication stated that 58% 
of those employed at the states community colleges were female, thus aligning very well with the 
current research (www.educateiowa.org, 2016). 
 In terms of race, an overwhelming 200 respondents (90%) reported as being “White” in 
the Race/Ethnicity survey question.  The next highest accumulation were those respondents who 
reported they were “Black or African American,” only totaling eight respondents or 3.6% of the 
leaders in the survey.  The Iowa Condition of Community College publication stated that 90% of 
its employees responded as being “White,” which aligns perfectly with the current research 
(www.educateiowa.org, 2016). 
 Lastly, highest degree earned for the responding leaders had a majority reporting they had 
earned a high degree of “Master’s/Ed. Specialist.”  124 (56.4%) reported they had earned at least 
this degree with another 48 (21.8%) reporting having earned a “Ph.D./Ed.D/J.D. 
Exploratory Factor Analysis (EFA) 
 In response to research question numbers two and three, an exploratory factor analysis 
(EFA) was conducted to determine if there were existing relationships among variables that 
determine data driven decision making (DDDM) and data reporting routines and culture and 
process.  The results of the EFA were analyzed to determine if community college leader’s 
perception of their institutions data reporting processes as well as the culture and practice in 
regards to the leader’s institutional conversations regarding conversations about data, decision 
making, and student success on campus.   
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The EFA was performed utilizing SPSS software and the DDDM dataset.  Question 18 in 
the survey, involved six different questions, each seeking information about routines on data 
reporting processes at the leader’s institution.  An EFA was conducted on 12 survey items using 
principal component extraction and varimax rotation methods from the sample of 220 survey 
respondents.  The purpose of the EFA was to determine how the variables loaded under the 
theme “Leadership Competencies in Data Driven Decision Making.”  Within these 12 survey 
items that the EFA was run on, two factors were produced that had an eigenvalue greater than 
1.0.  Further, these constructs were then used for further analysis later in the study.  All of the 
factor loadings were above 0.6, which suggests each of those variables was significant.  Factor 
loading for the six factors ranged from .797-.841.  Cronbach’s alpha is .842 indicating good 
reliability.  Question 19 in the survey, involved seven different questions, each seeking 
information about routines on data reporting processes at the leader’s institution.  All of the 
factor loadings were above 0.6, which suggests each of those variables was significant.  Factor 
loading for the six factors ranged from .818-.840.  Cronbach’s alpha is .850 indicating good 
reliability.  The results from the factor analysis are shown below in Table 4.2. 
Table 4.2 
Leadership Competencies in DDDM 
Factor Analysis Result   
N = 220 
________________________________________________________________________ 
 Variable       Factor Loading  
 
Data Reporting Routine 
 
Institutional reports routinely inform institutional decisions   .808 
 
There is an established routine process for eliminating or phasing  .841 
out unused institutional reports       
 
Persons attempting to replicate reports/data can do so regularly  .809 
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Table 4.2 continued 
 
Institutional reports routinely inform departmental decisions  .797 
 
Institutional reports routinely contain trustworthy data   .824 
 
There are routine scripts/processes for refreshing/updating   .813 
institutional reports 
 
Culture and Process 
 
My institution is ready to put resources behind the research   .836 
necessary to implement DDDM  
 
My institution’s administrators generally accept the use of data   .841 
for decision making       
 
My institution has had conversations regarding the sustainability  .840 
of DDDM effort 
 
My institution has a clear vision of where it can make changes to   .818 
help students be more successful academically 
 
My institution has a culture that accepts the use of data to    .818 
make decisions 
 
My institution’s faculty largely accept the use of DDDM   .837 
for improving teaching and learning 
 
My institution has shared the definition of “student success”  .836 
with faculty, staff, and students alike 
 
 
One-Way Analysis of Variance (ANOVA) 
Research questions 4 and 5 were examined to see if level of communication in an 
institution by its leaders affected the use of data or the culture in which data usage exists.  Survey 
question 21 asked the leader to describe the level of communication about data (either raw or 
data in report form) by signifying one of five different answers; it is highly decentralized, or data 
is shared in small groups within departments or selected individuals, mostly decentralized, or 
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data is shared within departments and it is available if you ask, level, or data is shared across 
campus and it is broadly available, or mostly centralized, meaning reports are controlled by a 
central administrator but are broadly available, or finally highly centralized where data is 
available at that central administrators discretion.  In order to answer research questions 4 and 5, 
a one-way analysis of variance (ANOVA) was performed on the six variables in survey question 
18 (for research question 4) and the seven variables in survey question 19 (for research question 
5).  The results of this ANOVA are shown in Table 4.3. 
 Results for research question 4 showed between groups, the sum of squares (SS) = 
13.029, degrees of freedom (df) = 2, the mean square (MS) = 6.514, f-ratio (F) = 10.260, and the 
significance (p) = .000.  Because the p-value is less than .05, there was a significant difference 
between how decentralized and level organizations operate in terms of data communication.  
Decentralized organizations, where information is shared, felt as if they had a better 
understanding of how data was used across the institution and they felt as if their organization 
was putting resources where needed behind the use of data when making decisions.   
 Results for research question 5 showed between groups, the sum of squares (SS) = 3.583, 
degrees of freedom (df) = 2, the mean square (MS) = 1.792, F-ratio (F) = 5.271, and the 
significance (p) = .006.  Because the p-value is less than .05, there was a significant difference 
between how decentralized and level organizations operate in terms of their institutional culture 
when it comes to using data to make decisions.  This analysis produced a statistically significant 
result (F = 10.260, p < .05) and (F = 5.271, p < .05).   
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Table 4.3 
One-Way ANOVA 
___________________________________________________________________________ 
 Dependent Variable  Group      SS       df         MS       F         p 
 
Data Reporting Routine Between         13.029       2            6.514       10.260   .000 
    Within            117.462      185        .635 
    Total            130.491      187 
             
 
Culture & Process  Between 3.583       2         1.792       5.271     .006 
    Within  63.564       187        .340 
    Total  67.147       189 
 
 
 Additionally, post hoc testing was conducted by using Tukey and Sheffe’ tests to 
conclude whether or not there was a difference between at least two of the groups; centralized, 
decentralized, and level.    Tables 4.4 and 4.5 show the results of the post hoc testing.  In each of 
the tests, there was no significant difference between decentralized and neutral at a level of p < 
.05, however, there was a significant difference between decentralized and centralized (.082) and 
neutral and centralized (.059).   
Table 4.4 
Data Reporting Processes 
N = 220 
______________________________________________________________________________ 
 
Dependent Variable: Data Reporting Routine   95% Confidence Interval 
Tukey HSD   Mean Difference      Std Error  Sig Lower Bound Upper Bound   
Decentralized Neutral  -.69903                 .15760         .000 -1.0714  -.3267 
  Centralized -.29380        .13643 .082 -.6162  .0286 
 
Neutral  Decentralized .69903        .15760 .000 .3267  1.0714 
  Centralized .40523        .17642 .059 -.0116  .8221 
 
Centralized Decentralized .29380        .13643 .082 -.0286  .6162 
  Neutral  -.40523        .17642 .059 -.8221  .0116 
 
Sheffe    
Decentralized Neutral  -.69903       .15760 .000 -1.0879  -.3101 
  Centralized -.29380       .13643 .101 -.6305  .0429 
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Table 4.4 continued 
 
Neutral  Decentralized .69903       .15760 .000 .3101  1.0879 
  Centralized .26835       .12797 .074 -.0301  .8406 
 
Centralized Decentralized .29380       .13643 .101 -.0429  .6305 
  Neutral  -.40523       .17642 .074 -.8406  .0301 
p < .05     
 
 
Table 4.5 
Data Reporting Processes 
N = 220 
______________________________________________________________________________ 
 
Dependent Variable: Culture and Process    95% Confidence Interval 
Tukey HSD   Mean Difference      Std Error  Sig Lower Bound Upper Bound   
Decentralized Neutral  -.36978        .11393 .004 -.6389  -.1006 
  Centralized -.10143        .09967 .567 -.3369  .1340 
 
Neutral  Decentralized .36978        .11393 .004 .1006  .6389 
  Centralized .26835        .12797 .093 -.0340  .5707 
 
Centralized Decentralized .10143        .09967 .567 -.1340  .3369 
  Neutral  -.26835        .12797 .093 -.5707  .0340 
 
Sheffe    
Decentralized Neutral  -36978        .11393 .006 -.6509  -.0887 
  Centralized -.10143        .09967 .567 -.3369  .1340 
 
Neutral  Decentralized .36978       .11393 .006 .0887  .6509 
  Centralized .26835       12.797 .114 -.0474  .5841 
 
Centralized Decentralized .10143       .09967 .597 -.1445  .3474 
  Neutral  -.26835       .12797 .114 -.5841  .0474 
p < .05     
 
 
Regression Analysis 
A linear regression analysis was conducted to assist in answering research question 
number 6, what are the predictors for determining a community college leader’s perception of 
their use of data for decision making.  A standard multiple regression was conducted to 
determine if the independent variable, data reporting routines, was predictive of the dependent 
variables.  Only two of the variables inserted into the regression had a negative final beta; degree 
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earned and decentralized communication.  These negative predictors indicate that level of degree 
earned and an institution that is decentralized when it comes to communication about data were 
negatively associated with leader’s perceptions of their DDDM skill level.   
Also in the regression, two factors had a positive association with the dependent variable.  
These included professional development and a strong vision shared across the institution about 
its culture.  Table 4.6 lays out the complete results for the regression analysis. 
Table 4.6 
Summary of Regression Analysis 
Leaders Perceptions of DDDM 
 
Variable  B  Std Error Beta   t   Sig  
______________________________________________________________________________ 
Constant  .481  .460               1.045  .298 
Age   .016  .035  .026             .448  .655 
Gender  .196  .069  .163             2.834  .005  
Race   .089  .048  .107   1.849  .066 
Degree   -.028  .052  -.035   -.541  .589 
Decentralized  -.162  .069  -.137   -2.347  .020 
Vision   .161  .041  .245   3.967  .000        
Prof. Development .367  .046  .474   7.951  .000 
DDDM Involvement .091  .036  .170   2.502  .013 
p < .05 
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CHAPTER 5 – DISCUSSION AND CONCLUSION 
 This chapter looks at the overall major findings, relationships to existing studies, 
implications for future research and overall significance of the study.  This study sought to 
understand the perceptions of community colleges leaders as it pertains to their ability to use of 
data when making decisions.  The AACC’s Competencies for Community College Leaders along 
with Transformational Leadership Theory were the bedrocks for research.  The AACC’s 2nd 
Edition of its Leadership Competencies involves the use of data as an important factor to 
effective leadership which was a noticeable difference from the 1st Edition that was released 
involving these competencies.   
 Results and conclusions are intended to provide useful information for community 
college leaders who may seek the use of data to make decisions within their department or to 
assist their entire institution.  Leaders who receive professional development training on new and 
existing data along with a vision, through the lens of Transformational Leadership Theory, which 
encourage a shared view of the effectiveness of an idea within an institution which allows these 
leaders to fully engage their followers. 
 Within the current research, transformational leadership theory was used to frame the 
current research.  Transformational leadership theory suggests that a leader must have or gain the 
ability to link change to a collective purpose that acknowledges needs, values, and goals of the 
group and at the same time, fully engages followers. The vision is shared by everyone 
throughout the organization and both the leader and followers work collaboratively to transform 
and create new culture.  Within this theory, there exists five orientations or themes that break 
down transformational leadership theory and create an understanding for how this truly fits into 
the current research.  As the current research is evaluated and considerations are taken for 
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institutional reporting requirements, the Voluntary Framework of Accountability, as well as 
general day to day operational standards that currently exist or may be implemented at 
community colleges, this theory ties in well to the use of data by making its use a shared vision 
by all involved with decision making at an institution.  Further, if this culture does not currently 
exist, this theory suggests that creating a new culture is key for transformational leaders. 
 The first orientation is vision which suggests that a leader possesses a future orientation, 
takes appropriate risks and is committed to appropriate change.  A leader has a conceptualized 
view of the future.  While shared with others, the vision is the primary responsibility of the 
transformational leader.  This construct was utilized in the current research and a specific 
question was developed within the survey to assist with key findings.  Leaders acknowledged 
that the vision orientation was important when developing a culture of data driven decision 
making and that this type of leader is committed to establishing a culture that supports the 
current research. 
 Voluntary Framework of Accountability follows the current research well as its 
importance is becoming key for the participating institutions.  Further, Iowa community colleges 
growing involvement with VFA makes the current research much more imperative to the leaders 
in the state per the requirements being put together by the Iowa Department of Education and the 
Steering Committees and Workgroups that have been established.  Per the current research, 
leaders in the state of Iowa perceive that they are ready to use data for decision making purposes, 
thus VFA has the ability to be a very powerful tool for these organizations.  As these reporting 
policies continue to develop through the Iowa Association of Community College Presidents and 
the Iowa Department of Education, it will be valuable for leaders to have a positive working 
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knowledge of how to effectively analyze and use data to create a culture of data driven decision 
making. 
The EDUCAUSE survey that helped build the survey for the current research assesses the 
current state of analytics in higher education, outlines the barriers and challengers to analytics, 
and provides a basis for benchmarking progress in analytics (Bischel, 2012).  Bischel (2012) 
further suggests that institutions are collecting more data now than ever before, however, much 
of this data that is collected is not used.  Early benefits can be gleaned from areas of student 
performance, student recruitment and retention, and resource optimization (not including cost 
reduction).  These are areas that institutions can find early triumphs and success stories, which 
will allow those leading the charge in using analytics to enforce its importance within 
institutional decision making and open the eyes of those that may not yet be on board.  These 
benefits line up well with the expectations of the VFA as well as the Transformational 
Leadership Theory.  Institutions are collecting data, their leaders are in a position in which they 
wish to create or continue a culture of data driven decision making, and within the current 
research, have leaders surrounding them that feel as if they are prepared to use data to make 
decisions.    
Demographic Characteristics 
 In order to establish a general demographic profile of the community college leaders who 
were surveyed, the first research question was designed to differentiate the leaders by age, 
gender, race/ethnicity, and highest degree earned.  
 The majority of the leaders who were surveyed fell between the ages of 56-65 and the 
female gender accounted for 131 of the survey responses.  Further, 90% of the respondents 
68 
 
reported their race/ethnicity as white along with a Master’s Degree being the most common 
degree earned.   
 The use of data for decision making is an emerging competency that leaders are now 
beginning to attain and utilize in their respective careers.  Degree earned may also play a role in 
this.  Future research may ask to examine the differences between an individual who earned a 
PhD and their use of data in comparison to those who have not.  The use of data in a PhD 
program is very relevant to earning the degree, thus the impact of those of who earned this 
degree may make this relevant to use in their daily professional lives.  One would think that 
gender and race/ethnicity would not impact a leaders use of data, however, future research may 
examine these two items as well to make a full determination if that is indeed the case. 
Further Statistical Analysis 
These results show that leaders of community colleges feel as if their institutions are 
prepared to use data to make decisions, accept this method to assist in process and planning for 
institutional and student success, and have procedures in place to assist parts of their college with 
using data.  Executive level leaders need to take advantage of these perceptions of their 
leadership teams to ensure that their institutions are operating in a manner that is most affective 
for the students enrolled.  The AACC’s 2nd Edition of Leadership Competencies also clearly state 
that data is an important factor to be the most affective.  It is essential that leaders couple the 
current research findings with the AACC’s suggestions to most effectively operate their 
institutions.   
Implications for Future Research 
 The use of data for decision making will continue to be an interesting topic to study.  The 
need for continued research in this area is certainly evident.  There is no doubt that the use of 
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data will continue to grow as institutions look to best operate to ensure student success.  The 
financial stability of each institution strongly relies on data to make decisions as well.  Therefore, 
leaders must continue to educate their staff on how to best operate by using data when making 
decisions.  Executive level leaders must also set a precedence that these operating standards 
begin with them and that their institution expect departments to examine the data that is available 
to them to make decisions in the best interest of the institution.   
 As community colleges organize their staff, institutional researchers and information 
technology departments will be key as they are often the safe holders of the data and are the 
individuals who now how to best collect, distribute, and explain the data.  These areas could be 
examined more specifically in future research, although roadblocks certainly exist as many of 
these departments employ too few people to get a survey number that will allow for a significant 
study.   
 By using a business model, educational researchers may be able to identify methods to 
assist educational institutions become more data driven.  Research in this area, along with the 
medical field, is much stronger and has much more history.  Taking key components from one or 
both of these fields to study may assist the leaders in the educational world more than the current 
research.   
Further research must be done outside the state of Iowa.  Various challenges exist across 
the country that may not relate well to the current research done with more rural institutions.  
Further, different states have different data reporting requirements, different funding models, and 
different operating models that need to be examined to determine best practices for all 
community colleges.   
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EDUCAUSE will have new findings from their second survey in the near future.  This 
research and potentially a partnership with this organization could be key to some impactful 
findings in data driven decision making.  The AACC will also continue to develop their core 
competencies for leaders.  These too, must continue to be monitored and studied alongside data 
driven decision making.   
Implications for Policy and Practice 
 Data driven decision making will continue to be an interesting subject to study due to the 
evolving nature of the importance of data to community college leaders.  The evolution that 
needs to take place for these leaders is apparent and results from this study support that these 
same leaders feel prepared to take on the data driven decision making culture.   
 Roadblocks do exist with this culture becoming a mainstay in community colleges as 
challenges with funding, personnel, and long term employees that do not buy in to this decision 
making process may create problems in streamlining data driven decision making.   
 Funding is always in issue for community colleges.  As these institutions continue to try 
and be a cost effective higher education destination for their students, the up and down of 
enrollment often times creates issues for higher administration and boards of trustees to keep 
tuition rates down.  Further, specifically to the state of Iowa in recent months, state monetary 
support has been cut leaving some institutions with less general fund operational dollars which 
limits their ability to add personnel in an office like Institutional Research where data driven 
practice and education is really at its root.   
 Long term employees who are in leadership roles may also provide challenges to the data 
driven decision making effort.  These employees often get comfortable with how their 
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department or more specifically their own position operates, thus, are less likely to want to 
welcome change. 
 All of these roadblocks can cause issue for an executive level leader to indulge their 
institution into a culture change.  These individuals will need to make determinations when 
creating annual budgets where they may move funds from to create educational opportunities for 
their employees to engage them in this data driven decision making effort or to hire new 
personnel to help with this process.  Ultimately, the hope will be that the long term effects of 
data driven decision making will have an extreme impact on how their institution operates that 
these fiscal changes will only create a short term hardship for what will eventually be long term 
success.   
 Working with the long term employees will be a challenge.  Providing educational 
opportunities or professional development will be key.  Continued communication from their 
superiors and the president of the institution will be important as well.  Also providing valid 
reasoning and data driven facts that show these individuals the importance of this culture not 
only to the success of their area in the college, but to the overall success of these institution and 
most importantly the success it will allow for the students enrolled. 
 All of this, of course, takes time.  Time spent by the institutional research office who is 
most likely a one-person shop that already has much on their plate.  Time spent by the executive 
level leadership team, guiding and educating each of their leadership groups.  Time spent 
discussing future practice and why it is impactful with the long tenured employees who are not 
as eager to buy in to change.  And just like losing dollars that make up your general fund or 
spending dollars on new positions within your institution, time too, is extremely valuable.  
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Significance of the Study 
 Results from the Data Driven Decision Making Survey in the current research do not 
raise significant concerns, however, do show that leaders feel strongly about the importance of 
data within their departments.  Executive level leaders need to take note of this as they establish 
expectations within their institutions.  It will be critical for community colleges moving forward 
to establish a system that uses data to make decisions.  Executive level leaders who wish to start 
a data driven transition can start with two simple techniques, according to the article “Big Data” 
(2012) which was found in the Harvard Business Review.  First, these leaders must get into the 
habit of asking “What do the data say?” when faced with an important decision and then 
following up with such important questions as “Where did the data come from?,” “What kind of 
analyses were conducted?,” and “How confident are we in the results?”  If leaders continually 
ask such questions, their teams will begin to get the picture that data is important and they will 
need to follow suit if they wish to establish themselves as a future executive level leader within 
the organization or attempt to make progress within their role at their institution.  Second, the 
executive level leader can allow themselves to be overruled by data.  The Harvard Business 
Review believes there are few things more powerful in such a movement than an executive level 
leader conceding to a hunch they may have because the data says otherwise (McAfee and 
Brynjolfsson, 2012).   
Expectations not only within their institution, but outside of it as well, whether it be 
statewide or federal, will not be decreasing.  Leaders must have the ability to examine data, 
establish and present what this means for the overall good of their institution.  If they are unable 
to do so, many may risk their positions within their institutions if others around them are 
ensuring that they are doing just that.  Data can tell a story that cannot be denied, and our 
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community college leadership teams must invest in methods that allow their departments to learn 
and live this, if the expectation is to operate in a manner that is in the best interest of all parties 
involved at the community college, most importantly, the success of the students who are 
enrolled. 
 As the data from the research shows, current community college leaders are nearing 
retirement and these individuals must be replaced by educators who prepared to use data and/or 
are willing to learn how to utilize this information, educate their team, and spill this desire to 
operate in such a manner across their campuses.  Community colleges have demands locally and 
nationally that only data driven individuals can fully and efficiently help reach.  Executive level 
leaders cannot do it all.  They too must realize it is their responsibility to engage and educate 
members of their entire college staff.  Data driven decisions tend to be better decisions. Leaders 
need to embrace this fact or take the chance at being be replaced by others who do.  
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APPENDIX A - PILOT SURVEY 
 
DDDM Pilot Survey 
 
Q1 Survey of Community College Data Driven Decision Making Fall 
2015 
Thank you for participating in the Survey of Community College Data Driven Decision 
Making (DDDM). This survey was developed by a research team in the Community College 
Leadership Program in the School of Education at Iowa State University.  Using the 2012 and 
2015 EDUCAUSE Analytics Survey, the Learning Analytics Readiness Instrument (LARI), 
and the President’s Survey Tool, the constructs of the research that this newly developed 
instrument are vetted in is the 2nd Edition of the American Association of Community 
Colleges (AACC) Competencies for Community College Leaders.  These constructs include 
organizational strategy, institutional finance, research, fundraising, and resource management, 
communication, collaboration, and community college advocacy.  The researchers will use 
these constructs as a guide to examine data analytics and data driven decision making level at 
the community college.  Specifically, we will take a look at how data usage is affected by 
leadership and how it affects infrastructure and student outcomes. 
There are four sections in this survey.  Please read the instructions in each of these sections 
and respond to questions carefully.  We estimate it will take approximately 10- 15 minutes to 
complete the survey. 
Please note that your personal identifiers (e.g., names, emails, etc.) will be kept 
confidential. Your responses will not be provided to anyone in your college. Your 
answers will be analyzed as part of an aggregated data set. 
 
The DDDM Research Team Marvin DeJear, Brett Monaghan, Matt Schmit Doctoral Students 
School of Education Iowa State University 
78 
 
Q2 SECTION 1 – Demographics 
Which of the following most closely corresponds to your primary work responsibilities? 
 Administration (1) 
 Faculty (2) 
 Professional Staff (3) 
 
 
Answer If SECTION 1 – Demographics Which of the following most closely 
corresponds to your primary work res... Administration Is Selected 
Q3 Administration 
 Top Executive or Senior Institutional Officer (1) 
 Academic Dean (2) 
 Institutional Administrator (3) 
 Head of Division, Department, or Center (4) 
 Academic Associate/Assistant Dean (5) 
 Other (6) 
 
 
Answer If SECTION 1 – Demographics Which of the following most closely 
corresponds to your primary work res... Faculty Is Selected 
Q4 Faculty 
 Teacher/Instructor (1) 
 Other (2) 
 
 
Which of the following most closely corresponds to your primary work 
responsibilities? Professional Staff Is Selected 
Q5 Professional Staff 
 Academic Affairs (instruction, library, museums, etc) (1) 
 Athletics (2) 
 Extension Programs or Technology Transfer (3) 
 Facilities (4) 
 Fiscal Affairs (budget, purchasing, etc) (5) 
 Health/Medical Services (6) 
 Information Technology (7) 
 Institutional Affairs (human resources, institutional research, etc) (8) 
 Research (research scientists, lab coordination, etc) (9) 
 Student Affairs (registrar, housing, counseling, etc) (10) 
 Other (please specify) (11) 
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Q6 Number of years in your current position? 
1 (1) 
2 (2) 
3 (3) 
4 (4) 
5 (5) 
6 (6) 
7 (7) 
8 (8) 
9 (9) 
10 (10) 
11 (11) 
12 (12) 
13 (13) 
14 (14) 
15 (15) 
16 (16) 
17 (17) 
18 (18) 
19 (19) 
20 (20) 
21 (21) 
22 (22) 
23 (23) 
24 (24) 
25 (25) 
26 (26) 
27 (27) 
28 (28) 
29 (29) 
30+ (30) 
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Q7 Age 
 18 
(18)  19 
(19)  20 
(20)  21 
(21)  22 
(22)  23 
(23)  24 
(24)  25 
(25)  26 
(26)  27 
(27)  28 
(28)  29 
(29)  30 
(30)  31 
(31)  32 
(32)  33 
(33)  34 
(34)  35 
(35)  36 
(36)  37 
(37)  38 
(38)  39 
(39)  40 
(40)  41 
(41)  42 
(42)  43 
(43)  44 
(44)  45 
(45)  46 
(46)  47 
(47)  48 
(48)  49 
(49)  50 
(50)  51 
(51)  52 
(52)  53 
(53)  54 
(54)  55 
(55)  56 
(56)  57 
(57)  58 
(58) 
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59 (59) 
60 (60) 
61 (61) 
62 (62) 
63 (63) 
64 (64) 
65 (65) 
66 (66) 
67 (67) 
68 (68) 
69 (69) 
70+ (70) 
 
 
Q8 Gender 
 Male (1) 
 Female (2) 
 
 
Q9 Race/Ethnicity 
 Non-resident alien (1) 
 Race and ethnicity unknown (2) 
 Hispanics of any race (3) 
 American Indian or Alaskan Native (4) 
 Asian (5) 
 Black or African American (6) 
 Native Hawaiian or Other Pacific Islander (7) 
 White (8) 
 2 or more (9) 
 
 
Q10 What is your highest degree earned? 
 Associate of Arts/Associate of Applied Sciences (1) 
 Bachelor’s (2) 
 Master’s (3) 
 Ed. Specialist (4) 
Ph.D. (5) 
Ed.D. (6) 
J.D. (7) 
 Other (please specify) (8)    
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Q11 What was your major field of study in your highest degree? 
 Business Management/Administration (1) 
 Communication (2) 
 Educational Administration (5) 
 Teacher Education (6) 
 Other Education (7) 
 Other (please specify) (19)    
 
 
 
Q12 SECTION 2 - Data Driven Decision Making 
How would you rate your personal involvement with the Data Driven Decision Making 
(DDDM) effort/discussion at your institution? 
Not at all (1) 
Interested, but not involved (2) 
Somewhat involved (3) 
Highly involved (4) 
Leading the conversation (5)
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Q13 Select the response that best describes the degree of involvement that each of the 
following positions have at your institution in regards to the use of DDDM. 
 
Not 
currently 
involved 
in 
analytics 
(1) 
 
 
Support/Contributor 
Role (2) 
 
 
Leadership/Sponsor 
Role (3) 
 
 
Don’t 
know 
(4) 
 
Don’t 
have 
this 
position 
(5) 
President/Chancellor 
(1) 
 
 
 
 
 
 
 
 
 
 
Chief Academic 
Officer or Provost 
(2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Chief Learning 
Officer or 
Equivalent (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Student Success 
Leader (4) 
 
 
 
 
 
 
 
 
 
 
Chief Information 
Officer or 
Equivalent   (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Chief Data Officer 
or Equivalent (6) 
 
 
 
 
 
 
 
 
 
 
Director of 
Institutional 
Research (7) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Chief Analytics 
Officer or 
Equivalent (8) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Chief Financial 
Officer or Chief 
Business Officer (9) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q14 What priority does your institution place on the use of DDDM? 
 Major institutional priority (1) 
 Major priority for some departments, units, or programs, but not for the entire 
institution (2) 
 An interest of the institution, but not a priority (3) 
 Intentionally not a priority or interest (4) 
 Little awareness, and therefore not a priority of interest (5) 
 Don’t know (6) 
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Q15 Governance/Infrastructure 
Please rate your agreement with the following statements: 
 
 
Strongly 
disagree (1) 
 
Disagree (2) 
Neither Agree 
nor Disagree 
(3) 
 
Agree (4) 
 
Strongly Agree 
(5) 
My institution 
views the use of 
data as a long 
term investment, 
rather than a short 
term expense (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has measurable 
objectives that 
will indicate if 
success has been 
achieved (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has developed 
interventions to 
implement with 
appropriately 
identified 
students (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has well defined 
goals for the 
implementation 
of use of data (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
People from 
multiple offices 
across my 
institution are 
involved in the 
effort (8) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has the ability to 
store and manage 
increasingly large 
volumes of data 
(9) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q16 The following questions ask about professionals with various skills and abilities. 
Please consider any individual employed by your institution (e.g. staff, faculty, etc) when 
answering these questions. 
 
 
Strongly 
disagree (1) 
 
Disagree (2) 
Neither Agree 
nor Disagree 
(3) 
 
Agree (4) 
 
Strongly Agree 
(5) 
My institution 
has professionals 
who know how 
to use and apply 
data to their 
areas (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has professionals 
who have 
specialized 
training in data- 
use (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has a sufficient 
number of 
professionals 
who are able to 
provide support 
in the use of data 
(3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institutional 
researcher knows 
how to present 
data/reports in 
ways that are 
visually intuitive 
and easily 
understood (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has professionals 
who train diverse 
constituents on 
the use of new 
and existing data 
systems (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Answer If Administration Top Executive or Senior Institutional Officer Is Selected Or 
Administration Academic Dean Is Selected Or Administration Institutional 
Administrator Is Selected 
 
Q17 Data 
For each source, please indicate to what extent your institution currently collects data: 
 
 
 
 
Does 
not 
current 
ly 
collect 
(1) 
 
There is 
an 
express 
ed 
desire, 
but no 
 
There is 
a plan 
to begin 
collecti 
ng this 
data (3) 
 
Some 
departmen 
ts collect 
portions of 
this data 
(4) 
My 
instituti 
on 
collects 
portions 
of this 
data (5) 
 
Some 
departmen 
ts collect 
all/ nearly 
all of this 
data (6) 
My 
instituti 
on 
collects 
all/ 
nearly 
all of 
 
Don
' t 
kno 
w 
(8) 
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  plan yet 
(2) 
    this data 
(7) 
 
Student Records  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
(e.g., 
demographics, 
academic history, 
degree info 
placement exams,         
achievement tests)         
(1)         
Admissions (e.g.,         
prospect         
demographics,         
interests,         
application data         
application         
evaluation,         
orientation data,         
high         
school/transfer         
information) (2)         
Facilities (e.g., card         
swipes for access,         
food service usage,         
gym/recreational         
facility usage) (3)         
Financial Aid (e.g.,         
FAFSA data,         
scholarship award         
applied/accepted,         
dependency status,         
work study award)         
(4)         
Housing (e.g.,         
application data,         
roommate         
matching,         
preferences,         
placement,         
renewal) (5)         
Alumni/Developm         
ent (e.g.,         
membership,         
contribution         
history,         
employment data,         
transfer data,         
relocation         
information) (7)         
Learning/Managem         
ent System/Course         
Management         
System (e.g., user         
log data, 
assignment grades) 
(11) 
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Q18 At my institution: 
 
 
Strongly 
disagree (1) 
 
Disagree (2) 
Neither 
Agree nor 
Disagree (4) 
 
Agree (5) 
 
Strongly 
Agree (6) 
Institutional 
reports routinely 
inform institutional 
decisions (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
There is an 
established routine 
process for 
eliminating or 
phasing out unused 
institutional reports 
(2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Persons attempting 
to replicate 
reports/data can do 
so regularly (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Institutional 
reports routinely 
inform 
departmental 
decisions (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Institutional 
reports routinely 
contain trustworthy 
data (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
There are routine 
scripts/processes 
for 
refreshing/updating 
institutional reports 
(6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q19 Culture and Process. Please rate your agreement with the following statements 
regarding conversations about data, decision making, and student success on your 
campus: 
 
 
Strongly 
disagree (1) 
 
Disagree (2) 
Neither Agree 
nor Disagree 
(3) 
 
Agree (4) 
 
Strongly Agree 
(5) 
My institution is 
ready to put 
resources behind 
the research 
necessary to 
implement 
DDDM (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution’s 
administrators 
generally accept 
the use of data 
for decision 
making (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has had 
conversations 
regarding the 
sustainability of 
DDDM effort (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has a clear vision 
of where it can 
make changes to 
help students be 
more successful 
academically (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has a culture that 
accepts the use of 
data to make 
decisions (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution’s 
faculty largely 
accept the use of 
DDDM for 
improving 
teaching and 
learning (9) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution 
has shared the 
definition of 
“student success” 
with faculty, 
staff, and 
students alike 
(10) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q20 Provide your best estimate of how data are being used in various functional areas of 
your institution. Select all that apply: 
 
 
 
We do not 
collect 
usable data 
(1) 
 
 
Data are 
collected, but 
are never or 
rarely used (2) 
 
We create and 
use analyses 
or reports to 
monitor 
operations or 
programs (3) 
We create and 
use analyses 
or reports to 
make 
projections for 
programs or 
groups (4) 
We create and 
use predictive 
analyses or 
reports that 
may trigger 
proactive 
responses (5) 
Student 
Learning 
(real-time or 
on-demand 
assessment 
and 
feedback) (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Student 
Learning 
(learning 
outcomes, 
course 
completion) 
(2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Student 
Degree 
Planning (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Student 
Progress 
(retention, 
graduation, 
etc) (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Enrollment 
management, 
admissions, 
and recruiting 
(5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Cost to 
complete 
degree (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q21 At my institution, I would describe the communication about data (either raw data or 
in report form) as: 
 Highly decentralized: Data/reports shared in small groups within departments and 
selected individuals available with permission (1) 
 Mostly decentralized: Data/reports shared within departments and selected individuals 
available if you know who to ask (2) 
 Level: Nearly all data/reports shared across the institution and broadly available (3) 
 Mostly centralized: Data/reports controlled by central administration or IT, but most 
made broadly available (4) 
 Highly centralized: Data/reports controlled by central administration or IT available 
at their discretion (5) 
 
 
Q22 In what ways have you participated in internal programs that have contributed to the 
development of your DDDM competencies in your current position? 
Departmental (1) 
Campus-wide (2) 
District level (3) 
 
 
Q23 Who has influenced your DDDM skills the most? 
A supervisor (1) 
Co-workers (2) 
External constituents/partners (3) 
Professional relationships (4) 
Academic advisor/mentor (5) 
Academic peers (6) 
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Q24 Based on the following scale and definition of transformational leadership, rate 
yourself within the five characteristics in promoting DDDM:  Transformational Leader - 
The transformational leader must have or gain the ability to link change to a collective 
purpose that acknowledges needs, values, and goals of the group and at the same time, 
fully engages followers. The vision is shared by everyone throughout the organization 
and both the leader and followers work collaboratively to transform and create new 
culture. 
 
 
Low (1) 
 
Medium low (2) 
 
Medium (3) 
Medium high 
(4) 
 
High (5) 
Vision: while 
shared by others, 
the vision is 
primarily 
responsible for 
the 
transformational 
leader (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Influence 
Orientation: the 
process of shared 
governance 
results in 
increased 
delegation, 
empowerment, 
and self- 
actualization of 
both leaders and 
followers (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
People 
Orientation: the 
process of leader 
and follower 
interaction where 
strengths of each 
team member are 
maximized and 
there exists a 
strong focus on 
the individual (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Motivational 
Orientation: the 
process whereby 
followers are 
motivated to 
achieve and are 
excited through 
performance and 
results (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Values 
Orientation: the 
process whereby a 
leader models 
ethical fiber of 
commitment, 
quality, integrity, 
trust, and respect. 
(5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q25 SECTION 4 – AACC Leadership Competencies 
The next questions addressed are the five competency domains for the community 
college leaders that have been developed and endorsed by the American Association of 
Community Colleges (AACC).  For each component listed, please rate how well prepared 
you were coming into your first leadership position.  Organizational Strategy: an effective 
community college leader promotes the success of all students, strategically improves the 
quality of the institution, and sustains the community college mission based on 
knowledge of the organization, its environment, and future trends. 
 
Not prepared 
(1) 
Weakly 
prepared (2) 
Somewhat 
prepared (3) 
 
Prepared (4) 
Strongly 
prepared (5) 
Develop, 
implement, and 
evaluate 
strategies to 
improve the 
quality of 
education at your 
institution (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Use data-driven 
decision making 
practices to plan 
strategically 
(2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Use a systems 
perspective to 
assess and 
respond to the 
needs of students 
and the 
community (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Develop a 
positive 
environment that 
supports 
innovation, 
teamwork, and 
successful 
outcomes (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Maintain and 
grow college 
personnel, fiscal 
resources, and 
assets (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Align 
organizational 
mission, 
structures, and 
resources with 
the college 
master plan (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q26 Institutional Finance, Research, Fundraising, and Resource Management 
An effective community college leader equitably and ethically sustains people, processes, 
and information as well as physical and financial assets to fulfill the mission, vision, and 
goals of the community college. 
 
Not prepared 
(1) 
Weakly 
prepared (2) 
Somewhat 
prepared (3) 
 
Prepared (4) 
Strongly 
prepared (5) 
Ensure 
accountability in 
reporting 
(1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Support 
operational 
decisions by 
managing 
information 
resources  (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Develop and 
manage resources 
consistent with 
the college 
master plan (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Take an 
entrepreneurial 
stance in seeking 
ethical alternative 
funding sources 
(4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Implement 
financial 
strategies to 
support 
programs, 
services, staff 
and facilities (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Implement a 
human resources 
system that 
fosters the 
professional 
development and 
advancement of 
all staff (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Employ 
organizational, 
time 
management, 
planning, and 
delegation skills 
(7) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q27 Communication 
An effective community college leader uses clear listening, speaking, and writing skills to 
engage in honest, open dialogue at all levels of the college and its surrounding 
community; promotes the success of all students; ensures the safety and security of 
students and the surrounding college community; and sustains the community college 
mission. 
 
Not prepared 
(1) 
Weakly 
prepared (2) 
Somewhat 
prepared (3) 
 
Prepared (4) 
Strongly 
prepared (5) 
Articulate and 
champion shared 
mission, vision, 
and values to 
internal and 
external 
audiences (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Disseminate and 
support policies 
and strategies 
(2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Create and 
maintain open 
communication 
regarding 
resources, 
priorities, and 
expectations (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Effectively 
convey ideas and 
information to all 
constituents (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Listen actively to 
understand, 
analyze, engage, 
and act (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Project 
confidence and 
respond 
responsibly and 
tactfully (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q28 Collaboration 
An effective community college leader develops and maintains responsive, cooperative, 
mutually beneficial, and ethical internal and external relationships that nurture diversity, 
promotes the success of all students, and sustains the community college mission. 
 
Not prepared 
(1) 
Weakly 
prepared (2) 
Somewhat 
prepared (3) 
 
Prepared (4) 
Strongly 
prepared (5) 
Embrace and 
employ the 
diversity of 
individuals, 
cultures, values, 
ideas, and 
communication 
styles (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Demonstrate 
cultural 
competence in a 
global society (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Involve students, 
faculty, staff, and 
community 
members to work 
for the common 
good (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Establish 
networks and 
partnerships to 
advance the 
mission of the 
community 
college (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Work effectively 
and 
diplomatically 
with legislators, 
board members, 
business leaders, 
accreditation 
organizations, 
and others (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Manage conflict 
and change by 
building and 
maintaining 
productive 
relationships (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Develop, 
enhance, and 
sustain teamwork 
and cooperation 
(7) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Facilitate shared 
problems solving 
and decision- 
making (8) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q29 Community College Advocacy 
An effective community college leader understands, commits to, and advocates for the 
mission, vision, and goals of the community college on the local, state, and national level. 
 
Not prepared 
(1) 
Weakly 
prepared (2) 
Somewhat 
prepared (3) 
 
Prepared (4) 
Strongly 
prepared (5) 
Value and 
promote 
diversity, 
inclusion, 
equity, and 
academic 
excellence (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Demonstrate 
commitment to 
the mission of 
community 
colleges and 
student success 
through the 
scholarship of 
teaching and 
learning (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Promote equity, 
open access, 
teaching, 
learning, and 
innovation as 
primary goals 
for college (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Advocate the 
community 
college mission 
to all 
constituents and 
empower them 
to do the same 
(4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Advance 
lifelong learning 
and support a 
learning- 
centered 
environment (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Represent the 
community 
college in a 
variety of 
settings as a 
model of higher 
education (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q30 May we contact you to obtain clarification or further insight into some of your 
responses? 
 Yes (1) 
 No (2) 
 
 
Q31 Thank you for your time.  We appreciate your assistance! 
 
 
99 
 
 
 
 
 
DDDM Survey 
APPENDIX B - DDDM FINAL SURVEY 
 
Q1 Survey of Community College Data Driven Decision Making 
Summer 2016 
 
Thank you for participating in the Survey of Community College Data Driven Decision 
Making (DDDM). This survey was developed by a research team in the Community College 
Leadership Program in the School of Education at Iowa State University.  Using the 2012 and 
2015 EDUCAUSE Analytics Survey, the Learning Analytics Readiness Instrument (LARI), 
and the President’s Survey Tool, the constructs of the research that this newly developed 
instrument are vetted in is the 2nd Edition of the American Association of Community 
Colleges (AACC) Competencies for Community College Leaders.  These constructs include 
organizational strategy, institutional finance, research, fundraising, and resource 
management, communication, collaboration, and community college advocacy.  The 
researchers will use these constructs as a guide to examine data analytics and data driven 
decision making level at the community college.  Specifically, we will take a look at how 
data usage is affected by leadership and how it affects infrastructure and student outcomes. 
There are four sections in this survey.  Please read the instructions in each of these sections 
and respond to questions carefully.  We estimate it will take approximately 10- 15 minutes to 
complete the survey. 
Please note that your personal identifiers (e.g., names, emails, etc.) will be kept confidential. 
Your responses will not be provided to anyone in your college. Your answers will be 
analyzed as part of an aggregated data set. 
 
The DDDM Research Team Marvin Dejear, Brett Monaghan, Matt Schmit Doctoral Students 
School of Education Iowa State University 
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Q2 SECTION 1 – Demographics 
Which of the following most closely corresponds to your primary work responsibilities? 
 Administration (1) 
 Faculty (2) 
 Professional Staff (3) 
 
 
Answer If SECTION 1 – Demographics Which of the following most closely corresponds 
to your primary work res... Administration Is Selected 
Q3 Administration 
 Top Executive or Senior Institutional Officer (1) 
 Academic Dean (2) 
 Institutional Administrator (3) 
 Head of Division, Department, or Center (4) 
 Academic Associate/Assistant Dean (5) 
 Other (6) 
 
 
Answer If SECTION 1 – Demographics Which of the following most closely corresponds to 
your primary work res... Faculty Is Selected 
Q4 Faculty 
 Teacher/Instructor (1) 
 Other (2) 
 
 
Answer If Which of the following most closely corresponds to your primary 
work responsibilities? Professional Staff Is Selected 
Q5 Professional Staff 
 Academic Affairs (instruction, library, museums, etc) (1) 
 Athletics (2) 
 Extension Programs or Technology Transfer (3) 
 Facilities (4) 
 Fiscal Affairs (budget, purchasing, etc) (5) 
 Health/Medical Services (6) 
 Information Technology (7) 
 Institutional Affairs (human resources, institutional research, etc) (8) 
 Research (research scientists, lab coordination, etc) (9) 
 Student Affairs (registrar, housing, counseling, etc) (10) 
 Other (please specify) (11)
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Q6 Number of years in your current position? 
1 (1) 
2 (2) 
3 (3) 
4 (4) 
5 (5) 
6 (6) 
7 (7) 
8 (8) 
9 (9) 
10 (10) 
11 (11) 
12 (12) 
13 (13) 
14 (14) 
15 (15) 
16 (16) 
17 (17) 
18 (18) 
19 (19) 
20 (20) 
21 (21) 
22 (22) 
23 (23) 
24 (24) 
25 (25) 
26 (26) 
27 (27) 
28 (28) 
29 (29) 
30+ (30) 
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Q7 Age 
 18 (18) 
 19 (19) 
 20 (20) 
 21 (21) 
 22 (22) 
 23 (23) 
 24 (24) 
 25 (25) 
 26 (26) 
 27 (27) 
 28 (28) 
 29 (29) 
 30 (30) 
 31 (31) 
 32 (32) 
 33 (33) 
 34 (34) 
 35 (35) 
 36 (36) 
 37 (37) 
 38 (38) 
 39 (39) 
 40 (40) 
 41 (41) 
 42 (42) 
 43 (43) 
 44 (44) 
 45 (45) 
 46 (46) 
 47 (47) 
 48 (48) 
 49 (49) 
 50 (50) 
 51 (51) 
 52 (52) 
 53 (53) 
 54 (54) 
 55 (55) 
 56 (56) 
 57 (57) 
 58 (58) 
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59 (59) 
60 (60) 
61 (61) 
62 (62) 
63 (63) 
64 (64) 
65 (65) 
66 (66) 
67 (67) 
68 (68) 
69 (69) 
70+ (70) 
 
 
Q8 Gender 
 Male (1) 
 Female (2) 
 
 
Q9 Race/Ethnicity 
 Non-resident alien (1) 
 Race and ethnicity unknown (2) 
 Hispanics of any race (3) 
 American Indian or Alaskan Native (4) 
 Asian (5) 
 Black or African American (6) 
 Native Hawaiian or Other Pacific Islander (7) 
 White (8) 
 2 or more (9) 
 
 
Q10 What is your highest degree earned? 
 Associate of Arts/Associate of Applied Sciences (1) 
 Bachelor’s (2) 
 Master’s (3) 
 Ed. Specialist (4) 
Ph.D. (5) 
Ed.D. (6) 
J.D. (7) 
 Other (please specify) (8)   
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Q11 What was your major field of study in your highest degree? 
 Business Management/Administration (1) 
 Communication (2) 
 Educational Administration (5) 
 Teacher Education (6) 
 Other Education (7) 
 Other (please specify) (19)    
 
 
Q12 SECTION 2 - Data Driven Decision Making 
How would you rate your personal involvement with the Data Driven Decision Making 
(DDDM) effort/discussion at your institution? 
(1) Not at all  
(2) Interested, but not involved  
(3) Somewhat involved  
(4) Highly involved  
(5) Leading the conversation
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Q13 Select the response that best describes the degree of involvement that each of the 
following positions have at your institution in regards to the use of DDDM. 
 
Not currently involved in analytics (1)  
 
Support/Contributor 
Role (2) 
 
 
Leadership/Sponsor 
Role (3) 
 
 
Don’t 
know 
(4) 
 
Don’t 
have this 
position 
(5) 
President/Chancellor 
(1) 
 
 
 
 
 
 
 
 
 
 
Chief Academic 
Officer or Provost 
(2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Chief Learning 
Officer or 
Equivalent (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Student Success 
Leader (4) 
 
 
 
 
 
 
 
 
 
 
Chief Information 
Officer or 
Equivalent   (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Chief Data Officer or 
Equivalent (6) 
 
 
 
 
 
 
 
 
 
 
Director of 
Institutional 
Research (7) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Chief Analytics 
Officer or 
Equivalent (8) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Chief Financial 
Officer or Chief 
Business Officer (9) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
106 
 
 
 
Q14 What priority does your institution place on the use of DDDM? 
 Major institutional priority (1) 
 Major priority for some departments, units, or programs, but not for the entire 
institution (2) 
 An interest of the institution, but not a priority (3) 
 Intentionally not a priority or interest (4) 
 Little awareness, and therefore not a priority of interest (5) 
 Don’t know (6) 
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Q15 Governance/Infrastructure 
Please rate your agreement with the following statements: 
 
 
Strongly disagree (1) 
 
Disagree (2) 
Neither Agree 
nor Disagree 
(3) 
 
Agree (4) 
 
Strongly Agree 
(5) 
My institution 
views the use of 
data as a long term 
investment, rather 
than a short term 
expense (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
measurable 
objectives that will 
indicate if success 
has been achieved 
(4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
developed 
interventions to 
implement with 
appropriately 
identified students 
(5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
well defined goals 
for the 
implementation of 
use of data (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
People from 
multiple offices 
across my 
institution are 
involved in the 
effort (8) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
the ability to store 
and manage 
increasingly large 
volumes of data (9) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q16 The following questions ask about professionals with various skills and abilities. Please 
consider any individual employed by your institution (e.g. staff, faculty, etc) when answering 
these questions. 
 
 
Strongly disagree (1) 
 
Disagree (2) 
Neither Agree 
nor Disagree 
(3) 
 
Agree (4) 
 
Strongly Agree 
(5) 
My institution has 
professionals who 
know how to use 
and apply data to 
their areas (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
professionals who 
have specialized 
training in data- 
use (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
a sufficient 
number of 
professionals who 
are able to provide 
support in the use 
of data (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institutional 
researcher knows 
how to present 
data/reports in 
ways that are 
visually intuitive 
and easily 
understood (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
professionals who 
train diverse 
constituents on the 
use of new and 
existing data 
systems (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Answer If Administration Top Executive or Senior Institutional Officer Is Selected Or 
Administration Academic Dean Is Selected Or Administration Institutional Administrator Is 
Selected 
 
Q17 Data 
For each source, please indicate to what extent your institution currently collects data: 
 
 
 
 
Does not currently collect (1) 
 
There is an 
expressed 
desire, but 
no 
 
There is a 
plan to 
begin 
collecting 
this data 
(3) 
 
Some 
departments 
collect 
portions of 
this data (4) 
My 
institution 
collects 
portions of 
this data 
(5) 
 
Some 
departments 
collect all/ 
nearly all of 
this data (6) 
My 
institution 
collects 
all/ nearly 
all of 
 
Don' t 
know 
(8) 
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  plan yet 
(2) 
    this data 
(7) 
 
Student Records  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
(e.g., 
demographics, 
academic history, 
degree info 
placement exams,         
achievement tests)         
(1)         
Admissions (e.g.,         
prospect         
demographics,         
interests,         
application data         
application         
evaluation,         
orientation data,         
high         
school/transfer         
information) (2)         
Facilities (e.g., card         
swipes for access,         
food service usage,         
gym/recreational         
facility usage) (3)         
Financial Aid (e.g.,         
FAFSA data,         
scholarship award         
applied/accepted,         
dependency status,         
work study award)         
(4)         
Housing (e.g.,         
application data,         
roommate         
matching,         
preferences,         
placement,         
renewal) (5)         
Alumni/Developm         
ent (e.g.,         
membership,         
contribution         
history,         
employment data,         
transfer data,         
relocation         
information) (7)         
Learning/Managem         
ent System/Course         
Management         
System (e.g., user         
log data, 
assignment grades) 
(11) 
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Q18 At my institution: 
 
 
Strongly disagree (1) 
 
Disagree (2) 
Neither Agree 
nor Disagree 
(4) 
 
Agree (5) 
 
Strongly Agree 
(6) 
Institutional reports 
routinely inform 
institutional 
decisions (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
There is an 
established routine 
process for 
eliminating or 
phasing out unused 
institutional reports 
(2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Persons attempting 
to replicate 
reports/data can do 
so regularly (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Institutional 
reports routinely 
inform 
departmental 
decisions (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Institutional reports 
routinely contain 
trustworthy data (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
There are routine 
scripts/processes for 
refreshing/updating 
institutional reports 
(6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q19 Culture and Process. Please rate your agreement with the following statements regarding 
conversations about data, decision making, and student success on your campus: 
 
 
Strongly disagree (1) 
 
Disagree (2) 
Neither Agree 
nor Disagree 
(3) 
 
Agree (4) 
 
Strongly Agree 
(5) 
My institution is 
ready to put 
resources behind 
the research 
necessary to 
implement 
DDDM (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution’s 
administrators 
generally accept 
the use of data for 
decision making 
(2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
had conversations 
regarding the 
sustainability of 
DDDM effort (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
a clear vision of 
where it can make 
changes to help 
students be more 
successful 
academically (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
a culture that 
accepts the use of 
data to make 
decisions (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution’s 
faculty largely 
accept the use of 
DDDM for 
improving 
teaching and 
learning (9) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
My institution has 
shared the 
definition of 
“student success” 
with faculty, staff, 
and students alike 
(10) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q20 Provide your best estimate of how data are being used in various functional areas of your 
institution. Select all that apply: 
 
 
 
We do not collect usable data (1) 
 
 
Data are 
collected, but 
are never or 
rarely used (2) 
 
We create and 
use analyses or 
reports to 
monitor 
operations or 
programs (3) 
We create and 
use analyses or 
reports to make 
projections for 
programs or 
groups (4) 
We create and 
use predictive 
analyses or 
reports that 
may trigger 
proactive 
responses (5) 
Student 
Learning 
(real-time or 
on-demand 
assessment 
and feedback) 
(1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Student 
Learning 
(learning 
outcomes, 
course 
completion) 
(2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Student 
Degree 
Planning (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Student 
Progress 
(retention, 
graduation, 
etc) (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Enrollment 
management, 
admissions, 
and recruiting 
(5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Cost to 
complete 
degree (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
113 
 
 
 
Q21 At my institution, I would describe the communication about data (either raw data or in 
report form) as: 
 Highly decentralized: Data/reports shared in small groups within departments and 
selected individuals available with permission (1) 
 Mostly decentralized: Data/reports shared within departments and selected individuals 
 available if you know who to ask (2) 
 Level: Nearly all data/reports shared across the institution and broadly available (3) 
 Mostly centralized: Data/reports controlled by central administration or IT, but most 
made broadly available (4) 
 Highly centralized: Data/reports controlled by central administration or IT available 
at their discretion (5) 
 
 
Q22 In what ways have you participated in internal programs that have contributed to the 
development of your DDDM competencies in your current position? 
Departmental (1) 
Campus-wide (2) 
District level (3) 
 
 
Q23 Who has influenced your DDDM skills the most? 
A supervisor (1) 
Co-workers (2) 
External constituents/partners (3) 
Professional relationships (4) 
Academic advisor/mentor (5) 
Academic peers (6) 
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Q24 Based on the following scale and definition of transformational leadership, rate yourself 
within the  five characteristics in promoting DDDM:  Transformational Leader - The 
transformational leader must have or gain the ability to link change to a collective purpose that 
acknowledges needs, values, and goals of the group and at the same time, fully engages 
followers. The vision is shared by everyone throughout the organization and both the leader 
and followers work collaboratively to transform and create new culture. 
 
 
Low (1) 
 
Medium low (2) 
 
Medium (3) 
Medium high 
(4) 
 
High (5) 
Vision: while 
shared by others, 
the vision is 
primarily 
responsible for the 
transformational 
leader (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Influence 
Orientation: the 
process of shared 
governance results 
in increased 
delegation, 
empowerment, and 
self- actualization 
of both leaders and 
followers (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
People 
Orientation: the 
process of leader 
and follower 
interaction where 
strengths of each 
team member are 
maximized and 
there exists a 
strong focus on the 
individual (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Motivational 
Orientation: the 
process whereby 
followers are 
motivated to 
achieve and are 
excited through 
performance and 
results (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Values Orientation: 
the process 
whereby a leader 
models ethical fiber 
of commitment, 
quality, integrity, 
trust, and respect. 
(5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q25 SECTION 4 – AACC Leadership Competencies 
The next questions addressed are the five competency domains for the community college 
leaders that have been developed and endorsed by the American Association of Community 
Colleges (AACC).  For each component listed, please rate how well prepared you were 
coming into your first leadership position.  Organizational Strategy an effective community 
college leader promotes the success of all students, strategically improves the quality of the 
institution, and sustains the community college mission based on knowledge of the 
organization, its environment, and future trends. 
 
Not prepared (1) Weakly prepared 
(2) 
Somewhat 
prepared (3) 
 
Prepared (4) 
Strongly 
prepared (5) 
Develop, 
implement, and 
evaluate strategies 
to improve the 
quality of 
education at your 
institution (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Use data-driven 
decision making 
practices to plan 
strategically 
(2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Use a systems 
perspective to 
assess and respond 
to the needs of 
students and the 
community (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Develop a positive 
environment that 
supports 
innovation, 
teamwork, and 
successful 
outcomes (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Maintain and 
grow college 
personnel, fiscal 
resources, and 
assets (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Align 
organizational 
mission, 
structures, and 
resources with 
the college 
master plan (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q26 Institutional Finance, Research, Fundraising, and Resource Management 
An effective community college leader equitably and ethically sustains people, processes, and 
information as well as physical and financial assets to fulfill the mission, vision, and goals of 
the community college. 
 
Not prepared (1) Weakly prepared 
(2) 
Somewhat 
prepared (3) 
 
Prepared (4) 
Strongly 
prepared (5) 
Ensure 
accountability in 
reporting 
(1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Support 
operational 
decisions by 
managing 
information 
resources  (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Develop and 
manage resources 
consistent with the 
college master 
plan (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Take an 
entrepreneurial 
stance in seeking 
ethical alternative 
funding sources 
(4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Implement 
financial 
strategies to 
support programs, 
services, staff and 
facilities (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Implement a 
human resources 
system that fosters 
the professional 
development and 
advancement of all 
staff (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Employ 
organizational, 
time management, 
planning, and 
delegation skills 
(7) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q27 Communication 
An effective community college leader uses clear listening, speaking, and writing skills to 
engage in honest, open dialogue at all levels of the college and its surrounding community; 
promotes the success of all students; ensures the safety and security of students and the 
surrounding college community; and sustains the community college mission. 
 
Not prepared (1) Weakly prepared 
(2) 
Somewhat 
prepared (3) 
 
Prepared (4) 
Strongly 
prepared (5) 
Articulate and 
champion shared 
mission, vision, 
and values to 
internal and 
external audiences 
(1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Disseminate and 
support policies 
and strategies (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Create and 
maintain open 
communication 
regarding 
resources, 
priorities, and 
expectations (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Effectively convey 
ideas and 
information to all 
constituents (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Listen actively to 
understand, 
analyze, engage, 
and act (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Project 
confidence and 
respond 
responsibly and 
tactfully (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q28 Collaboration 
An effective community college leader develops and maintains responsive, cooperative, 
mutually beneficial, and ethical internal and external relationships that nurture diversity, 
promotes the success of all students, and sustains the community college mission. 
 
Not prepared (1) Weakly prepared 
(2) 
Somewhat 
prepared (3) 
 
Prepared (4) 
Strongly 
prepared (5) 
Embrace and 
employ the 
diversity of 
individuals, 
cultures, values, 
ideas, and 
communication 
styles (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Demonstrate 
cultural 
competence in a 
global society (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Involve students, 
faculty, staff, and 
community 
members to work 
for the common 
good (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Establish 
networks and 
partnerships to 
advance the 
mission of the 
community 
college (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Work effectively 
and diplomatically 
with legislators, 
board members, 
business leaders, 
accreditation 
organizations, and 
others (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Manage conflict 
and change by 
building and 
maintaining 
productive 
relationships (6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Develop, enhance, 
and sustain 
teamwork and 
cooperation (7) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Facilitate shared 
problems solving 
and decision- 
making (8) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q29 Community College Advocacy 
An effective community college leader understands, commits to, and advocates for the 
mission, vision, and goals of the community college on the local, state, and national level. 
 
Not prepared (1) Weakly prepared 
(2) 
Somewhat 
prepared (3) 
 
Prepared (4) 
Strongly 
prepared (5) 
Value and 
promote 
diversity, 
inclusion, 
equity, and 
academic 
excellence (1) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Demonstrate 
commitment to 
the mission of 
community 
colleges and 
student success 
through the 
scholarship of 
teaching and 
learning (2) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Promote equity, 
open access, 
teaching, 
learning, and 
innovation as 
primary goals for 
college (3) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Advocate the 
community 
college mission to 
all constituents 
and empower 
them to do the 
same (4) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Advance lifelong 
learning and 
support a 
learning- centered 
environment (5) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Represent the 
community 
college in a 
variety of settings 
as a model of 
higher education 
(6) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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Q30 May we contact you to obtain clarification or further insight into some of your 
responses? 
 Yes (1) 
 No (2) 
 
 
Q31 Thank you for your time.  We appreciate your assistance! 
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APPENDIX C - IRB APPROVAL 
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APPENDIX D – TRANSFORMATIONAL LEADERSHIP THEORY 
Themes Definition Attributes 
 
 
Vision 
 
 
A leader conceptualized 
view of the future. While 
shared with others, the 
vision is the primary 
responsibility of the 
transformational leader. 
Possesses a future 
orientation. 
Demonstrates a positive 
orientation toward change. 
Takes appropriate risks to 
bring about change. 
Demonstrates commitment 
to making appropriate 
changes. 
Is mission-oriented. 
Perceives a shared vision. 
 
 
 
 
Influence Orientation 
 
 
 
The process of shared 
attention to problems and 
understanding of roles to 
be played in resolution. 
Generally results in 
increased delegation and 
empowerment, resulting in 
self-actualization of both 
leaders and followers. 
Places responsibility with 
authority. 
Is action-oriented. 
Causes followers to feel 
powerful. 
Employs appropriate 
decisional style. 
Demonstrates willingness 
to be influenced by 
followers. 
Builds a collaborative 
environment. 
Encourages open 
communication. 
Is in touch with followers. 
Demonstrates high energy. 
 
 
People Orientation 
The process of leader and 
follower interaction in 
which the team is 
considered a living system, 
and where strengths of 
each team member are 
maximized. At the same 
time, there exists a strong 
focus on the individual. 
Understands the 
organizational ethos. 
Rewards opportunity. 
Demonstrates respect 
towards others. 
Considers individual 
needs. 
Is student-centered. 
Values others. 
 
Motivational Orientation 
The process whereby the 
organization accepts a new 
vision and mission. 
Followers are motivated to 
achieve and are excited 
Is flexible in dealing with 
issues and people.  
Encourages creativity.  
Assists in the development 
of others.  
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through performance and 
results. 
Helps clarify expectations. 
Attempts to inspire others. 
 
 
Values Orientation 
 
 
 
Constitutes the moral fiber 
of leader to include: 
commitment, quality, 
integrity, trust, and respect 
through modeling. Viewed 
as an ethical orientation 
that is moral accepting to 
an uplifting for followers. 
Demonstrates commitment 
to learning. 
Advocates quality 
education. 
Demonstrates high 
standards. 
Demonstrates sound 
judgement. 
Demonstrates openness 
and trust.  
Demonstrates sense of 
humor. 
Leads by example. 
 
 Adapted from: Roueche, J.E., Baker, G.A., and Rose, R.R. (1989). Shared vision 
transformational leadership in American community colleges. Washington, D.C.: The 
Community College Press. 
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APPENDIX E – AMERICAN ASSOCIATION OF COMMUNITY COLLEGES 
COMPETENCIES FOR COMMUNITY COLLEGE LEADERS, 2nd  
EDITION (2013) 
Organizational Strategy – An effective community college leader promotes the success of all  
students, strategically improves the quality of the institution, and sustains the community  
college mission based on knowledge of the organization, its environment, and future trends. 
Competencies of Emerging 
Leaders 
Competencies for New 
CEOs within the First 3 
Years on the Job 
Competencies for New 
CEOs That Have Been in 
Their Positions for 3 or 
More Years 
Understand the mission, 
vision, and goals of 
community colleges, and 
how your role supports 
them. 
Embrace the community 
college values. Know 
yourself as a leader, and 
do not try to emulate 
others. It is much more 
important to have strong 
morals and ethics than to 
be charismatic. 
Be authentic. Develop 
your personal took kit for 
transformational 
leadership skills that allow 
you to galvanize 
employees to support the 
mission, vision, and goals 
of the institution.  
Learn the culture of the 
institution to effectively 
perform your duties 
successfully within the 
cultural 
constructs/framework that 
exists. 
Begin your tenure by 
getting to know the 
established culture of the 
institution as thoroughly 
and as quickly as possible 
before you make any 
significant decisions or 
undertake any significant 
actions.  
Have courage. Be willing 
to make the changes 
necessary to transform the 
culture of the institution to 
one focused solely on 
student access and 
success. 
Have a forward-looking 
philosophy, and be 
prepared for change. 
Understand the institutional 
process for taking risks to 
improve the student 
experience; be willing to 
take risks based on research 
and data. 
Embrace a change 
management philosophy. 
Establish an institutional 
culture that empowers 
faculty and staff to be 
calculated risk-takers in 
developing and 
implementing evidence-
based strategies to 
enhance student 
outcomes. 
In addition to having an 
institutional change 
management philosophy, 
adopt this way of doing 
business in the office of 
the CEO. Realize that it is 
important to take 
calculated risks, and to 
communicate to the 
college community the 
rationale for taking those 
risks. 
Know your institution’s Know the institution’s Ensure that employees at 
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strategies for improving 
student success and 
completion. 
strategies for student 
success and be on the 
front lines in championing 
them. Become intimately 
familiar with the 
demographics of your 
institution and what 
realistic outcomes the 
institution can achieve. 
Educate the board about 
student successes, and 
establish key metrics for 
student success. 
all levels of the 
organization are focused 
on improving student 
success. Create urgency 
about the student success 
agenda by: educating 
board about student 
success, establishing key 
metrics for student 
success, moving the 
institution forward 
through a leadership 
program, fostering 
apprenticeship and 
mentoring of midlevel 
leadership, and 
maintaining the social 
justice mission of the 
institution. 
Provide exemplary 
customer service that 
makes members of the 
community feel welcome. 
Exemplary customer 
service is defined as giving 
the customer more than just 
what they wanted, in a way 
that makes them feel they 
are appreciated so they 
always want to return.  
Commit to ensuring that 
students are in a 
welcoming environment, 
and that the in-take 
processes are clear and 
hassle-free. Students 
should easily understand 
how to get through 
advising, registration, and 
orientation; and should 
understand their 
educational pathways. 
Create an environment 
that promotes access, 
inclusion, and equity for 
all members of the 
community to actively 
participate in a vibrant, 
intellectual community 
that offers a broad range 
of ideas and perspectives. 
Have an ongoing focus on 
process improvement for 
internal and external 
customers. If gaps exists in 
employees’ technical 
proficiency, make requests 
for professional 
development so they can 
acquire the needed skills to 
better serve customers. 
Demonstrate 
technological 
competence. Strive to 
ensure that students have 
access to cutting-edge 
technology, allowing 
them to master the skills 
of the 21st-century 
employee. 
With a highly evolved 
technophile customer, it is 
important for you as a 
CEO to embrace and 
understand how to 
communicate with 
technology. Support the 
college as it continues to 
adopt changing 
technologies that impact 
student success. 
Understand the 
organizational structure of 
the community college, and 
the function that your unit 
Become extremely 
familiar with members of 
your board of trustees, 
including what they are 
Articulate the role of the 
board of trustees to the 
college community. 
Understand the role of the 
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players in supporting the 
CEO in achieving 
institutional goals. 
passionate about, and how 
you can best enhance their 
understanding of your 
vision for the institution. 
Communicate with them 
consistently. Trustees 
should never be the last 
ones to hear about 
important issues 
impacting the institution. 
leaders in supporting the 
board of trustees through 
discussions on key trends 
and issues, and advise the 
board on the importance 
of the distinction between 
governance and 
management. Provide 
ongoing professional 
development for trustees. 
Understand the 
responsibilities of all 
employees within the 
organization.  
Assess the needs of the 
institution and the 
strengths of current 
employees, as well as the 
skills gaps that exist, 
taking into account the 
importance of institutional 
fit and professional 
expertise in making 
critical hires. 
Build a team around the 
institution’s goals for 
student success. 
 
Institutional Finance, Research, Fundraising, and Resource Management – An effective 
 
Community college leader equitably and ethically sustains people, processes, and  
 
information as well as physical and financial assets to fulfill the mission, vision, and goals of  
 
the community college. 
 
Competencies of 
Emerging Leaders 
Competencies for New 
CEOs within the First 3 
Years of the Job 
Competencies for New 
CEOs That Have Been in 
Their Positions for 3 or 
More Years 
Know your unit’s budget. 
Ensure that you monitor 
your budget routinely and 
notify leadership if the 
unit’s allocated budget and 
expenditures are not in 
keeping with the 
institutions key 
performance indicators.  
Learn how to read your 
institution’s budget and 
how to ensure that 
planning and data inform 
your budget allocations. 
Make decisions that ensure 
that funding is tied to 
enrollment, institutional 
performance, and student 
success. 
Develop in-depth 
knowledge of the finances 
of the organization and 
have knowledge of 
alternative approaches to 
address shortages in fiscal 
resources, including 
projecting potential budget 
reductions in personnel 
and institutional 
operations.  
Institutional fundraising is Be your institution’s chief Take an entrepreneurial 
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everyone’s job. Work with 
your institution’s 
advancement office to 
determine where you 
might be supportive in 
achieving the fundraising 
goals of the institution. 
Learn the skills of 
effective fundraising.  
fundraiser. Learn the skills 
necessary to lead a 
foundation board, to run 
fundraising and capital 
campaigns, and to make 
the “ask.” 
stance in seeking 
alternative funding 
sources. Ensure that 
funding sources align with 
the institution mission. 
Understand key 
components of effective 
fundraising, including how 
to identify and approach 
potential donors.  
Understand the 
institutional dashboard and 
how to interpret data to 
imporove the student 
academic experience 
within your institution. 
Require an institutional 
dashboard and routinely 
discuss with key members 
of the staff those areas 
where the institution is 
under-performing. Design 
strategies to ensure that 
the institution is moving in 
a positive direction to 
overcome those cautionary 
areas. Use of data mining 
and learning analytics to 
improve the academic 
experience for students. 
Ensure accountability in 
reporting. Support data 
mining and understand 
how to use data to make 
informed decisions. 
Support operational 
decisions by managing 
information resources and 
ensuring the integrity and 
integration of reporting 
systems and databases.  
Understand the important 
of time management and 
planning in your position. 
You cannot do everything 
on the campus: understand 
that you must build an 
effective team capable of 
supporting the needs of the 
institution, especially if 
your position is more 
external. 
Employ organizational and 
time management. Plan, 
establish, and delegate 
expectations for members 
of your team.  
Understand the 
organizational protocol: if 
you are unable to resolve a 
conflict, understand how 
to leave it addressed.  
Understand the protocol of 
managing conflicts and 
crisis. The CEO is the 
spokesperson for the 
institution in crisis 
situations, and should be 
out front. Do not address 
conflict between 
employees who are not 
direct reports to the CEO. 
Manage conflict and 
change in ways that 
contribute to the long-term 
viability of the 
organization.  
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Communication – An effective community college leader uses clear listening, speaking, and  
writing skills to engage in honest, open dialogue at all levels of the college and its 
surrounding community; promotes the success of all students; ensures the safety and security 
of students and the surrounding college community; and sustains the community college 
mission. 
Competencies of 
Emerging Leaders 
Competencies for New 
CEOs within the First 3 
Years of the Job 
Competencies for New 
CEOs That Have Been in 
Their Positions for 3 or 
More Years 
Be articulate. Work on 
having strong presentation 
skills. Have direct answers 
to the questions that are 
asked. 
Be articulate. Work on 
having strong presentation 
skills, and a system of 
communications for your 
board of trustees, cabinet, 
employees, and students, 
as well as the community. 
Convey ideas and 
information succinctly, 
frequently, and inclusively 
through the media, to the 
board and other 
constituencies and 
stakeholders. 
Always have a succinct 
pocket speech that is 
consistent with the 
mission, vision, and 
priorities of the institution. 
Have several pocket 
speeches and know how to 
determinate which speech 
is appropriate for the 
audience you are 
addressing. 
Understand the 
communications with print 
versus on-camera or web-
based media, and refine 
skills to be effective in all 
venues. 
Know the chain of 
command for 
communications. Be 
extremely familiar with 
the institution’s emergency 
and crisis communications 
plans. Always refer 
individuals to appropriate 
person in the 
communications chain, if 
it is not you. 
Never respond with “no 
comment.” Understand the 
protocol for 
communicating in crisis 
and emergency situations. 
Project confidence that the 
college is taking all 
necessary precautions to 
ensure that students and 
employees are safe. 
Project confidence and 
respond responsibly and 
tactfully. Have a 
communications chain of 
command and be prepared 
to address your 
institution’s emergencies 
and crises promptly, and 
consistently with 
institutional policy.  
Be willing to offer a 
realistic solution to any 
institutional problem. Be 
willing to participate in an 
environment that allows 
shared responsibility in 
Create an environment 
where employees feel 
comfortable in sharing 
their observations and 
ideas to improve strategies 
for solving problems. 
Facilitate an environment 
of shared problem solving 
and decision making.  
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problem solving.  
Learn the nuances of 
communications with 
various internal and 
external stakeholders. 
Know the appropriate 
jargon for the group you 
are addressing. 
Continue to refine your 
communication skills 
through professional 
development 
opportunities. Research 
the appropriateness of how 
to greet various 
stakeholders, and what 
topics may be off limits to 
discuss with them. 
Build and leverage internal 
and external networks and 
partnerships to advance 
the mission, vision, and 
goals of the community 
college. Learn to 
communicate across 
sectors, shying away from 
“education-ese” when 
working to forge effective 
partnerships with potential 
and current partners.  
Become familiar with 
what it means to be 
globally competent. While 
this does not necessarily 
reflect engaging in 
international education, it 
does focus on students 
understanding the societal 
complexities that 
encompass other points of 
view, and new ways of 
thinking and acting. 
Understand global 
competence, and strive to 
provide students with 
opportunities to become 
exposed to different points 
of view and their role 
within the global society. 
Ensure that your board of 
trustees supports global 
programming before 
aggressively pursuing this 
as an offering for the 
college.  
Understand that people 
live and interact in an 
increasingly globalized 
world. Give learners the 
opportunity and 
competencies to reflect 
and share their own points 
of view and roles within a 
global, interconnected 
society, as well as to 
understand and discuss 
complex relationships of 
common social, 
ecological, political, and 
economic issues to derive 
new ways of thinking and 
acting.  
Be familiar with grassroots 
efforts to organize 
stakeholders to advocate 
for the community college 
mission. 
As CEO, work to develop 
ongoing relationships with 
print, broadcast, and 
electronic media outlets, as 
well as with students, 
faculty, and staff, to 
further the goals of the 
college. 
Understand how to engage 
media at the local, state, 
and national levels to 
advocate for the 
community college 
mission. 
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Collaboration – An effective community college leader develops and maintains responsive, 
cooperative, mutually beneficial, and ethical internal and external relationships that nurture 
diversity, promotes the success of all students, and sustains the community college mission. 
 
Competencies of 
Emerging Leaders 
Competencies for New 
CEOs within the First 3 
Years of the Job 
Competencies for New 
CEOs That Have Been in 
Their Positions for 3 or 
More Years 
Understand that there are 
no lone rangers. All 
employees must 
collaborate to ensure that 
there is a focus on student 
access and success.  
Develop a culture of 
collaboration on the 
institution’s campus. 
Break down siloes and 
mitigate internal politics 
within the institution.  
Know the key stakeholders 
that are advocates for the 
institution, and the roles 
that they play in the 
community. 
Establish relationships 
with key external 
stakeholders in the 
community, other 
educational institutions, 
legislators, and so on. Do 
no only call on partners 
when there is a crisis, but 
also contact them and 
allow them to celebrate 
when there is good news. 
Build and leverage internal 
and external networks and 
partnerships to advance 
the mission, vision, and 
goals of the community 
college. 
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Community College Advocacy – An effective community college leader understands, 
commits to, and advocates for the mission, vision, and goals of the community college on the 
local, state and national level. 
Competencies of 
Emerging Leaders 
Competencies for New 
CEOs within the First 3 
Years of the Job 
Competencies for New 
CEOs That Have Been in 
Their Positions for 3 or 
More Years 
Recognize there are 
multiople government 
programs at th estate and 
federal levels that 
contribute to the funding 
of a college’s students and 
programs. 
Understand the role that 
multiple government 
programs play in the 
operation of a college. 
Heavily engage in shaping 
multiple government 
programs to best meet 
college objectives. 
Recognize there is an 
interplay of public 
perception and 
policymaking that can 
impact college operations. 
Understand the role of the 
CEO in crafting an 
advocacy position that 
aligns public interest with 
college operations. 
Engage with public outlets 
in a proactive manner that 
most effectively advocates 
for the operations of the 
college. 
 
